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Executive Summary

The following are the highlights of the
research ﬁndings:

The majority of GCC family ﬁrms
interviewed believe that corporate
governance is becoming a key
issue for the future.
Many see it as one of the most
important ways to secure the
long-term health of the business,
and improve transparency,
efﬁciency and access to capital
and talent.
The research for this Report on governance practices in GCC family ﬁrms is based on
interviews with over a hundred family ﬁrms in the GCC. The aims of this research
programme are to:

1. Raise awareness and understanding on
governance issues, trends and existing
practices amongst GCC family ﬁrms.
2. Enable family ﬁrms to benchmark
their own business against others in
the region and gain insight on how
similar businesses address these issues.
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However, corporate governance is
a lower strategic priority at present
in comparison to wider operational
and commercial concerns and
overall proﬁtability.
The top governance issues in GCC
family ﬁrms are succession and the
management of conﬂict. These two
are often directly related.

Other issues include transparency
and accountability, formalising
management structures, improving
rules and processes and the need
for better practices at Board level.
Many respondents believe that
improvements in these areas will
enhance their professionalism and
international competitiveness.
In the GCC, as in other regions of the
world, it is equally vital for family ﬁrms
to address family governance, which
is not the same as corporate
governance. A more rigorous
approach to family governance can
help these ﬁrms separate family
concerns from business issues, and
deal with other challenging issues
such as allocating shares, conducting
performance appraisals, setting
remuneration levels and establishing
objective criteria for family members’
participation in the business, both at
junior and executive level.
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Introduction

"Companies with sound corporate
governance usually perform better than
other companies. Good corporate governance
results in better access to external capital,
lower financing costs, higher credit ratings
and strong investor confidence.”

The single most obvious point of
difference, of course, is the ownership
structure, and while this tends to take
the form of direct and total family
control, some ﬁrms also have non-family
shareholders and/or executives, and a
stock market listing is quite common,
especially in Asia.
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The global economy is built on the family
ﬁrm. Many of the largest multinational
corporations began as family ﬁrms, and
around 90% of the world’s businesses can
be deﬁned as family ﬁrms, both in
developed and emerging markets. The
majority are small and medium-sized
enterprises (SMEs), but some are very
large companies, especially in the Gulf
Cooperation Council (GCC), where many
such ﬁrms started life as small trading
concerns, but over two or three
generations have grown into substantial
diversiﬁed conglomerates, covering
sectors as diverse as retail, automotive,
construction, import/export, shipping,
insurance, agriculture, ﬁnancial services,
real estate and manufacturing.

In fact, in the Gulf region some 80% of
gross domestic product (GDP) outside the
oil sector is generated by family businesses.
Family ﬁrms here have beneﬁted from
dominant positions within their own
markets and little effective competition
from overseas, robust trading networks
within individual markets and strong
relationships with the banks, which until the
recent ﬁnancial crisis, made access to
ﬁnance far easier for GCC ﬁrms than it is for
family businesses elsewhere in the world.
There are many distinguishing
characteristics of the family ﬁrm, and
these are discussed at length in the latest
PwC Global Survey of Family Businesses,
which was carried out between June and
September 2012.

The family ownership structure also
leads to notable differences in
corporate governance provisions and
companies operating within widely
different cultural and social contexts
need a governance framework that
reﬂects this, especially in relation to
sensitive issues such as Board structures
and succession arrangements. In the
GCC there are a number of ﬁrms with
very few formal procedures, and while
this may have worked well for the
founders, the potential for conﬂict
grows with each transition to a new –
and by deﬁnition larger – generation of
family shareholders.

This is one reason why family ﬁrms in the
Gulf region are becoming more aware
of the importance of good corporate
governance and the role it can play
both in ensuring sound management
within the ﬁrm and in attracting external
customers, investors and business
partners outside it. Awareness of these
factors has deﬁnitely increased in the
last ﬁve years, but there is still more that
most GCC family businesses can do to
improve their practices in this vital area.
This Report sets out the ﬁndings of an
in-depth analysis of corporate
governance in the GCC family business
sector. The aims of the Report are to:
1. Raise awareness and understanding
on governance issues, trends and
existing practices amongst GCC
family ﬁrms.
2. Enable family ﬁrms to benchmark their
own business against others in the
region and gain insight from how
similar businesses address these issues.
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GCC Family Firms

There are also a number of issues which
are either unique to the GCC, or of
particular importance here. For
example, many family ﬁrms elsewhere in
the world establish family trusts as the
vehicle to hold and control their shares,
but these are not used in the GCC,
where a holding company structure is
employed instead. This does not offer
the same advantages as a trust, and this
is why there is growing interest in the
possibility of creating offshore
Sharia-compliant trusts across the region.
GCC countries also share a powerful
cultural tradition of respect for older
generations, which can clearly impact
the way a family business is run,
especially at the moment when
control and management pass from
one generation to the next. Families in
the GCC also have a strong desire to
keep their affairs private, which means
that they can be reluctant to bring
outsiders into the business in senior
positions. For the same reason, GCC
families are extremely concerned to
keep any family disputes from
becoming public knowledge.
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At its most basic, corporate
governance is about ensuring that the
concerns of a company’s shareholders
and stakeholders are taken into proper
account, and all their interests
balanced. In the special case of a
family ﬁrm, a robust corporate
governance framework can ensure a
productive and sustainable relationship
between the family shareholders and
the executives managing the business,
who may or may not be members of
the family in their own right.

It is only recently that we have seen a
number of such disputes ending up in
legal action, with the ﬁrm’s assets frozen
until a judgment could be determined.
The impact on the business in these
circumstances can clearly be disastrous.
Good corporate governance can be
extremely useful here, by providing a
framework for resolving disagreements
in an objective way and preventing
their escalation to the courts.
Most GCC family ﬁrms have adequate
governance procedures in place to deal
with their commercial needs, but far
fewer have a formal framework to
address the issues which arise in relation
to their ownership structure. Clearly every
family business is different and it is
important that the governance
framework reﬂects this and is ﬂexible
enough to address speciﬁc issues relating
to that business and its ownership
structure. On the other hand, there are
some issues which every business now
faces – family-owned or not - and a
strong governance framework will help
to address them and ensure long-term
survival and success.

Deﬁnitions¹
For the purposes of this research programme, a ‘family business’ is deﬁned as a business in which:
1 The majority of votes are held by the person who established or acquired the ﬁrm (or
their spouses, parents, child, or child’s direct heirs);
2 At least one representative of the family is involved in the management or
administration of the ﬁrm;
3 In the case of a listed company, the person who established or acquired the ﬁrm (or
their families) possess 25% of the right to vote through their share capital and there is at
least one family member on the Board of the company.

¹Family ﬁrm: A resilient model for the 21st century, October 2012
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This is a business for our children
and we must ensure that when

Issues and Priorities
for GCC Family Firms

we hand it over we are giving
them a functional business.
> Succession, conﬂict and continuity

The key drivers to improve governance and
transparency are linked to the desire to develop
and eventually pass on a healthy and efﬁcient
organisation.

“The practical aspects of
implementation are likely
to be a challenge.”

Research ﬁndings show that most family
businesses in the GCC recognise the
importance of corporate governance in
principle, but do not currently believe it
can contribute signiﬁcantly to their
long-term business success. At present, in
other words, it is seen as a ‘box-ticking
exercise’, rather than a commercial
priority. Furthermore, for some GCC family
ﬁrms corporate governance is not seen
as a priority due to a need for more
practical knowledge pertaining to its
effective implementation.
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Speciﬁc governance issues cited by
participants as areas of particular
concern include the deﬁnition and scope
of management roles, the need for
greater transparency and the lack of the
appropriate corporate governance
structures that would effectively tackle
succession and conﬂict.
However, most respondents do recognise
that corporate governance will become
a more pressing issue in the future. Many
accept that they will pass a stronger
business to the next generation if their
governance framework is improved and
that greater transparency would make
the company more professional and
enhance its international
competitiveness.

In the GCC, many family businesses are
major corporations, and a large
proportion are ﬁrst- or second-generation
businesses, originally established 50 or 60
years ago. A number of these are facing
a transition to the next generation in the
next 5-10 years. According to our
ﬁndings, many of these ﬁrms are looking
at how they manage this looming
succession point and are implementing,
or considering, speciﬁc criteria for family
members joining the ﬁrm at a junior level
and particularly for those who might be
eligible to take over its management. This
might include a minimum level of
educational qualiﬁcations and/or
evidence of senior executive experience
outside the family ﬁrm.
In our experience, the two most
common causes for this business
breakdown are succession and conﬂict
and the latter can often arise as a direct
consequence of the former.
Findings from the PwC Family Business
Survey show that across the world, family
ﬁrms are establishing governance
measures designed to mitigate or
manage potential problems that may
arise at the moment of succession, but the
ﬁndings suggest that the GCC is lagging
behind in this respect.

“We have our old
classical agreements
but they are not
enough.”

Firms in our region are less likely to have
measures such as entry and exit provisions
(12% as against 28% in the PwC Global
Survey), performance appraisal
mechanisms (18% as against 32%
globally), or provision for an impartial
third-party mediator (9% as against 24%).
A third-party mediator can work
particularly well in the GCC, since it allows
the family to retain its privacy and keep
knowledge of the dispute to only one
trusted outsider. If the mediator is chosen
well, this process can provide an effective
and long-lasting solution to speciﬁc issues,
which all participants can accept.
Family ﬁrms in our region could beneﬁt
from agreeing and documenting their
succession process and strengthening
the provisions they have in place to deal
with any associated potential conﬂict.
This should ideally be done as part of a
more comprehensive review of their
corporate governance measures.

“The key driver is the continuity and
sustainability of the business.”
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> Management and control
One reason why some GCC ﬁrms are
reluctant to push forward with more
comprehensive governance measures is
because they feel it might threaten their
own control of the ﬁrm. This view is
particularly common among
ﬁrst-generation founders of family
businesses, who often tend to have a
strong management style and would not
wish to change this to suit an
externally-imposed framework. Even
after the founder of the ﬁrm has formally
retired, many still feel a strong emotional
ownership of the business and continue
to take an active, informal role in
day-to-day decision-making. This can be
helpful, but it can also create tension if
those nominally entrusted with making
these decisions feel that they have no
authority and no real autonomy.

“Entitlement is
something that
an owner feels.”
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Conversely, businesses in the second or
third generation are more likely to be
actively considering more formalised
governance, as they recognise that this
can instill a more professional approach
to management and help reduce
conﬂict, especially where there are a
large number of family shareholders.

“We must move from
an oral tradition to
one in which rules and
guidelines are written
down so that they can
be referred to.”

“It is easy for
siblings to agree.
It gets harder for
cousins to agree.
It gets very, very
difﬁcult for
second cousins
to agree.”

> Separating ‘family’ from ‘business’
concerns
Succession is a major – if not the major –
cause of conﬂict in a family business, but
disputes can arise for other reasons too
and a lack of effective communication is
often at the root of them. Members of
the family will often have very strong
views about strategy and management,
even if they are not involved in the
day-to-day operation of the ﬁrm. A lack
of communication – real or perceived –
can make some family members feel
excluded, which can lead to
unnecessary disputes. It is important to
ensure that clear information is provided
for all shareholders and that mechanisms
exist to ensure that family issues do not
become confused with business issues.
This is a particularly pertinent issue in the
GCC and the ﬁndings suggest that
many ﬁrms here still have a far greater
overlap between ‘the family’ and ‘the
business’ than their counterparts in
Europe or North America. Firms in our
region are, however, acutely aware of
the need to address this and are
increasingly looking to strengthen their
Boards as one way to achieve this. They
want Board-level discussions to be
about business issues, global challenges,
growth, strategy and proﬁtability, rather
than family issues or conﬂicts.

“Being able to balance
the emotional and family
business trend together is
challenging but it needs
to be done to push the
Board and directors to
the next level.”

“Never fall in love
with your assets.”

“My biggest issue is
separation of
authority – who has
the power to take
decisions, and how to
mitigate risks.”

“A strong well-functioning
Board acts as the right
interlocutor between the
family and the company.”
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> Formalisation of structures, rules
and processes
Establishing more formal written
governance frameworks can help family
businesses to achieve a more efﬁcient
and streamlined corporate structure.
Smaller ﬁrms do not need to implement
the full range of measures typical of
international best practice, but some
progress towards written guidelines can
make a signiﬁcant positive difference,
especially in relation to roles and
responsibilities. This becomes particularly
important in the second or third
generation of the ﬁrm, since the skills
required to run an established business
are not the same as those required to set
it up successfully in the ﬁrst place.

A lack of clarity about roles and
responsibilities can also complicate the
decision to bring in senior managers to
run the business, which is already a
challenging issue for most family ﬁrms. As
already discussed, GCC businesses
often ﬁnd it particularly difﬁcult to make
the decision to hire an outsider onto the
Board for cultural and social reasons.
Many ﬁrms ﬁnd it easier to bring in a
CEO in a purely operational role and
allow them to run the Executive
Committee, but they are more reluctant
to give that person a seat on the Board,
which can cause practical difﬁculties in
relation to decision-making.

“There is a mind-set change between the older
members of the family and the younger members.
Formalising family governance and rules helps
document values and systems and retain the close
bond across the generations.”

For example, PwC’s experience of
working with family ﬁrms across the world
suggests that many have senior family
members performing roles that do not
match the title that they hold. This can
cause confusion about responsibilities
within the business and lead to ill-judged
choices in relation to recruitment.
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“The issue is to deﬁne
roles and
responsibilities for the
next generation.”

An effective corporate governance
framework can help here and make it
easier to bring an external CEO onto the
Board by ensuring there is clarity about
roles and responsibilities, and a shared
understanding of the difference
between the job of the CEO and the
rights of the family shareholders.

More robust corporate governance will
lead to higher standards of
management, better understanding of
risks, more effective control
mechanisms and more informed
decision-making. It can also make it
much easier to attract and retain
talented people with vital skills.

“[The issue is the] lack of
stability for professionals
brought into the company. The
decision making process can
be difﬁcult due to interference

“[Corporate governance
means] operations are
better controlled, risks
better managed.”

of family members.”

“Bringing in non-family
members changes the
dynamics on the Board.”
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The Board
90% have family
on the group board

55% have non-family
on the group board

Mean average number of
family board member: 4.3

Mean average number of
non-family board member: 1.9

32% have female family board members and
4% have female non-family board members

Just over half (54%) have family non-executive
directors on the board and 42% have non-family
non-executive directors on the board

A strong and properly-constituted Board
is at the heart of good governance.
Most of the family ﬁrms interviewed
have Boards which include both family
and non-family Board members. It is vital
that Board directors are appointed on
an appropriate merit and speciﬁc skill
set rather than sentiment or family
hierarchy. Some large family ﬁrms are
now instituting a two-tier Board
structure, with an operational Board
reporting to a supervisory one, though
this is not yet common in the GCC.
Across the world, many family ﬁrms are
now appointing external and
independent non-executive directors, as
a way to bring in relevant experience
and ensure objectivity in decision-making,
entirely free of family-related emotion. It is
important to choose candidates with the
right mix of skills and industry expertise, but
if a suitable person can be found they
can provide a very helpful and extremely
cost-effective sounding Board in the
development of strategy.
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When outsiders are brought into a family
ﬁrm Board – whether as executives or
non-executives – the dynamics of the
Board inevitably change and almost
always for the better. Meetings have to
become more formalised, with fewer
last minute cancellations, proper
agendas and more focused discussions
and decision-making.
Our ﬁndings show that 55% of GCC
family ﬁrms respondents have non-family
Board members, while 32% have female
family Board members. Just over half
(54%) have non-executive directors who
are family members and 42% have
non-executive directors from outside the
family. 51% have a non-executive Board
Chairman. 15% have non-family
shareholders and a further 12% are likely
to offer shares to people outside the
family in the next ﬁve years. 85% have
family members working as senior
executives. Most Board directors in the
GCC do not serve for a speciﬁed term,
but where they do, this tends to be
between three and ﬁve years.

54% have non-GCC national board members

Figure 1: Board membership

Under 3 years

4%

3 years

15%

4 years

16%

5 years

Over 5 years

7%

2%

No speciﬁed term

56%

Figure 2: The term for Board Directors
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Boards tend to convene once a quarter and meetings typically last between two
and three hours, though this average ﬁgure has a very large degree of variation from
one company to another.

Once

As for the Executive Directors who sit on the Board, 85% of GCC family ﬁrms
interviewed have the Managing Director or the Chief Executive Ofﬁcer (CEO)
represented on the Board, 27% have the Chief Financial Ofﬁcer (CFO) represented
on the Board and 10% included the Human Resources as part of the Board. In 49% of
cases the agenda of Board meetings is set by the Chair and 31% by the CEO or
Managing Director. The mean average number of meetings per year is 4.4.

85%

5%

Twice

16%

Three times

Mean average number of
meetings per year: 4.4

8%

Four times

27%

27%
10%

39%

More than four times

MD/CEO

25%

FD/CFO

Head of HR

Other

Figure 5: Which Executive Directors sit on the Board?
Not sure

7%

Figure 3: The frequency of Board meetings in a given ﬁnancial year

The role of Board Secretary proves to be a role which can mean very different things
in different family businesses. In 59% it is an administrative function only, while in 41% it
has a strategic signiﬁcance. Many ﬁrms allocate this role to someone with legal
training, or the Legal Counsel, while others give these responsibilities to the CFO or a
director of Business Development, or even the CEO or Chairman’s Personal Assistant
(PA). Only one respondent has a dedicated Board Secretary.

49%

30%
21%

31%
13%

15%

8%

1hr

6%

2hrs

3hrs

4hrs

5-10hrs

Figure 4: The average duration of Board meetings

15

17%

›a day

8%

Not sure

20%

14%
6%

Chair

CEO/MD

General Board
Member

Board
Secretary

CFO/FD

6%
Other

Not sure

Figure 6: Who sets the Board agenda?

16

“The family will make the decisions at the end of the day.
But they should not be making key decisions ad hoc
outside of the Board. This is why we want to add
independent directors – to add discipline, strategic focus
and structure – so we can’t by-pass the Board or cancel
Board meetings at the last minute.”

“The identiﬁcation and selection of non-family
non-executive directors is critical. They must be
willing to commit time, they must be trusted
and they must get to know the business
intimately. Industry knowledge is not a criterion.
More important is strategic skills, corporate
governance, legal and ﬁnance skills.”

“[The challenge is the] ability to
distinguish between management,
owner, and the Board. To get the
Board to function as a proper Board.”

Currently family governance varies by company
depending on the level of day to day involvement
of family members.

71%

Audit Committee

46%

Executive Committee

Remuneration/
Compensation Committee

43%

Corporate Governance Committee

9%

Nomination Committee

9%

Figure 7: Percentage of family ﬁrms with Board committees in place

> Performance evaluation

> Board committees
A large proportion of GCC family
businesses have committees in place even
if these are not full Board committees in
the same way as they would be in a
conventional listed company.
It is interesting that only 46% of GCC family
ﬁrms have an executive committee, but in
those that do, this committee can often
take an active role in the management of
the business and will meet more regularly
and be more hands-on than its equivalent
in a listed business.
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The other common Board committees in
GCC family ﬁrms are an audit committee
(71%) and a remuneration committee
(43%), though some of these are not
strictly speaking Board committees, but
report to the CEO. Only 9% have a
corporate governance committee. The
proportion of non-family members is
higher with audit committees (around
71%) than on other committees. 55% of
the people chairing audit committees
are non-executives, compared with 69%
on executive committees.

The ﬁndings suggest that very few GCC
family ﬁrms have mechanisms in place
to evaluate Board performance. Only
40% of those interviewed answered this
question and of those only 11% have
such systems in place for the Board. This
suggests that the real ﬁgure for the
Board may be as low as 4%.

“The Board performance evaluation
system has not yet been implemented.
The idea has been raised and the Board
has agreed in principle. It will be
developed further and implemented over
the next year.”

A number of those interviewed said they
would consider implementing board
evaluation processes in the future, and
many were interested in how this is done
and how it could help improve overall
business performance. However, there
is a general acknowledgment that this is
a sensitive area, which has the potential
to negatively affect family dynamics. As
one interviewee put it, “There is no point
in evaluating the Board. If a family
member owns 20% of the company, you
cannot kick him off the Board, even if he
adds little value to it.”

18

Family Governance
GCC family ﬁrms generally have fewer formal governance structures and conﬂict
management processes in place than global family ﬁrms covered by the PwC
Global Survey. The ﬁndings show that 53% have no family governance structures in
place at all, while 20% are in the process of establishing this sort of structure. Around
half of respondents have deﬁned the different responsibilities of family shareholders,
the Board and management, but only 20% of those interviewed have implemented
these in full and less than half (48%) have implemented them in part.

27%
Yes

53%
20%

In process

A family/shareholders’ council can provide a forum for all members of the family to
discuss the business, and come to an agreed vision for its future, regardless of whether
they play an active role in day-to-day management. It can also be an effective
intermediary between individual family members and the formal Board of the business.
In other words, a council can play a key role in separating ownership (which can involve
the whole family), from management (which tends to involve only a few). A council
makes the succession process easier to manage, and provides a good oversight
mechanism when non-family executives are being brought in to manage the ﬁrm.

No

Figure 8: Do you have formal rules such as a family constitution or family governance structure?

Totally
Family Shareholders
vs. Board

Partially

Not implemented

“As a priority, I must hand on to the
third generation a well-structured
business built on a solid governance
foundation – that will sustain across
the next generations.”

“Corporate governance
clears succession planning
and deﬁning owners’ actual
responsibilities and limits family
interference in the day-to-day
running of the organization.”

52%
32%

Board vs. Company
Management

51%

20%

48%

Figure 9: Family ﬁrms with clearly-deﬁned responsibilities

% implemented in practice

A particularly popular governance mechanism elsewhere in the world is the
family/shareholders’ council - 37% of the participants in the research stated that they
have such a council. However, in our experience, many of these councils do not actually
meet in practice. A council of this kind can be especially useful for ﬁrms in the GCC,
where families tend to be larger than in Europe and North America and family businesses
tend to have a more blurred line of demarcation between ‘the family’ and ‘the business’.
37%

Family Assembly, Board or Council
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Likewise the conglomerate structure of many GCC family ﬁrms means that individual
businesses are often run by different family members, so the owner/founder is the only
director with a clear idea of the business as a whole. When control passes to the next
generation, those on the Board may lack the knowledge they need to make objective
decisions about all the diverse parts of the business. The risk, should this occur, is that
decisions will be made for emotional rather than commercial or strategic reasons, and
conﬂict can arise between different ‘ﬁefdoms’.

19%
Family Ofﬁce

Figure 10: What does family governance structure encompass?

“Half this generation’s family members are involved in the
business; next generation it will be only 20%. So we must have
clear criteria for selection of family members, and well-thought
out structured governance and transparency for those not
directly involved.”

Many family ﬁrms in the GCC see the beneﬁt of a comprehensive review of their
corporate and ownership governance framework. This usually includes the
representation of the family on the Board, decision-making procedures, any rights
the family may have to be employed in the ﬁrm, exit provisions, provisions for in-laws
and daughters’ spouses, reward and remuneration policies, performance appraisal,
recruitment, the establishment and role of Board committees in areas such as audit
and the approach to dividends and reserves. Another issue is the different
responsibilities of both the family and the management in the succession process,
so as to ensure positive working relationships with and among the next generation.
19% of GCC family ﬁrms have a family ofﬁce in place. The family ofﬁce tends
to organise speciﬁc aspects of the family’s activities, such as travel
arrangements, wealth management, and ‘concierge’ services. Such an ofﬁce
could also handle philanthropic donations, but if these are signiﬁcant it may
be appropriate or more efﬁcient to set up a separate foundation to do this.
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Transparency and Accountability
Mainly annual reports and
ﬁnancial statements (to banks)
63%

We have already talked about the strong culture of privacy in the GCC. This is one
reason why so few family ﬁrms disclose detailed information to the outside world
about their policies or performance.

37%

No

Yes

Figure 12: Do you disclose ﬁnancial and non-ﬁnancial
information to relevant business and ﬁnancial partners?

“There is no business case for public
disclosure by a family business – it
would be like opening up our private
bank account.”

79%

Although when prompted, it was mainly
ﬁnancial information to banks/auditors

21%
Most say this is for internal use only
76%

No

Yes

Figure 13: Do you disclose any ﬁnancial information publicly?
24%

No

Yes

Figure 11: Do you produce annual ﬁnancial accounts in a report form?
88%
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Of those interviewed, 76% produce an
equivalent of an annual report mainly
for internal use only and 24% produce
no equivalent of an annual report at all.
Some family ﬁrms are already
producing strategic and
forward-looking annual reports, but for
internal use only - to keep family

shareholders better informed about the
future prospects of the company, as
well as past performance. However,
88% disclose no non-ﬁnancial,
environmental, social, or governance
information at all and 79% disclose
nothing at all in public, whether
ﬁnancial or non-ﬁnancial.

CSR/environmental guidelines,
corporate brochure and HR information

12%
No

Yes

Figure 14: Do you disclose non-ﬁnancial,
environmental, social or governance information?
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Those ﬁrms that do disclose information
tend to do so only for business purposes,
such as obtaining a bank loan. Many
banks are now moving away from
‘name lending’ based on personal
relationships and are requiring more
information on family ﬁrms’ ﬁnancial
performance and balance sheets in
order to make lending decisions. As a
result, many GCC family ﬁrms

Yes

appreciate that having higher
standards of corporate governance
would assist in raising external ﬁnance,
whether from a bank or other investor
and while a signiﬁcant number of GCC
family ﬁrms have no debt at all, it is
worth noting that 55% of the
participants in the research intend to
seek external capital in the future (24%
having done so in the past), so this will
become a more pressing issue.

24%

No

A greater degree of transparency would also make it easier to establish proﬁtable
trading relationships with major multinationals. Indeed, GCC family ﬁrms are increasingly
ﬁnding that if they wish to partner with multinationals, then greater transparency in both
ﬁnancial and non-ﬁnancial information is a price they will have to pay.
63% of ﬁrms in the research study have
codes of corporate ethics, 45% have an
anti-corruption policy, 62% a code
dealing with conﬂicts of interest and
31% a whistle-blowing mechanism. This
sounds positive in theory, but in practice
only 31% had fully implemented these
measures and 24% had not
implemented them at all. Again, those
companies who wish to establish
business relationships with multinationals
will ﬁnd themselves under pressure to
adopt measures like these.

“[Greater corporate
governance would mean we]
have predictability and visibility
in ﬁnancial performance and
are transparent about it.”
There are other positive commercial
reasons to be more transparent: for
example, adopting a more open
approach will help attract talented and
skilled people from outside the business.

76%

Figure 15: Percentage of family ﬁrms which have raised external capital

Yes

55%

“Transparency serves the company to retain employees and
good talent; it also keeps employees engaged and not
worried about family members taking over.”

Code of Ethics

63%
Totally

No

Depends/Don’t know

30%

15%

Figure 16: Percentage of family ﬁrms which intend to do so in future

Anti-bribery
and corruption policy

Whistle blowing

Not implemented

45%

24%

31%

Conﬂict of Interest

Figure 17: Mechanisms/policies in place?
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Partially

62%

31%

45%

…and are these implemented in practice?
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Conclusion

We believe that family governance
should be at least as important to a
family ﬁrm as corporate governance,
and if neglected, can create the risk of
signiﬁcant conﬂict, particularly on
succession.

Family ﬁrms in the GCC are some of the
largest and most successful in the world.
However, as the global economy
comes slowly out of recession, it will
become more and more important for
ﬁrms in our region to implement higher
standards of corporate governance.
This will allow them to access ﬁnance at
more favourable terms, attract foreign
investors and customers and appeal to
the brightest talent. But as pressure
grows for companies of all kinds to
improve their governance procedures,
GCC family ﬁrms are already lagging
behind those in other markets.
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There is a clear opportunity for
improvement and the risk – if this is not
taken – is that family ﬁrms in the Gulf
region begin to lose their international
competitiveness.
Our ﬁndings indicate that while many
GCC ﬁrms are fully aware of this,
governance is not, as yet, a sufﬁciently
high business priority. Those that are
addressing governance issues are
focusing more on conventional
corporate governance measures, rather
than family governance, because the
former can assist with business issues
such as obtaining external ﬁnance.

The ﬁndings show that managing
succession and conﬂict are the top two
priorities for GCC family ﬁrms. These two
factors are seen as crucial for the
continuity of the majority of GCC family
ﬁrms, as 60% of those interviewed are
transitioning into the third generation.
However, GCC family ﬁrms could also
beneﬁt from establishing more formal
corporate governance structures such
as separating management from
ownership, ensuring better delegation
and providing for a well-structured
Board that includes non-family
members with crucial business skills,
which will help keep the focus on
growth, strategy and global challenges
and ensure business continuity.

The ﬁndings also indicate that family ﬁrms in
the GCC could beneﬁt from developing
and strengthening family governance (as
distinct from corporate governance). A
family or shareholders council, for example,
can address issues such as share
allocation, family representation on the
Board, exit provisions, remuneration policies
and performance appraisals, the minimum
requirements for recruitment and the
criteria for future leadership. Such a council
can be especially effective in the GCC,
where families in the GCC tend to be
larger than in Europe and North America.
GCC family ﬁrms view transparency
and accountability as crucial to their
international competitiveness in the
globalised business environment. Many
consider that greater disclosure and
accessibility and clearer and more
deﬁned processes would help establish
proﬁtable trading relationships with
major multinationals, as well as
enhancing their professionalism, and
helping to attract skilled and talented
staff and improve access to capital.
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Methodology
40%
33%

The research for the corporate governance analysis in the GCC region was carried out
by the Pearl Initiative and PwC between August and October 2012. Initial desk research
identiﬁed a representative sample of GCC family ﬁrms and the likely issues for
discussion. 106 face-to-face, semi-structured interviews were conducted with key
leaders in GCC family ﬁrms in English or Arabic, with each averaging 45 minutes. Data
analysis was conducted during November.
Participants were drawn from a wide diversity of sectors across the region including
construction (40%), retail (37%), manufacturing (36%), hospitality (25%), telecoms (18%),
banking and ﬁnance (18%), utilities (16%) and oil and gas (13%), and most of the
businesses were conglomerates covering more than one sector. The majority of those
participating employ more than 1,000 people and 21% employ more than 5,000. 60%
had been established for two generations and a further 29% for more than that. 28%
were active only in their domestic market, with a further 34% operating in up to ﬁve
countries and 18% operating in more than eleven.

9%

KSA

UAE/Dubai

Bahrain

6%

4%

3%

4%

Oman

Qatar

Lebanon

Other

Figure 20: Location of HQ

34%
28%
17%
9%

9%
2%

1

Mix of industry sectors:
Construction: 40%

2-5

6-10

11-20

Over 20

Not sure

Figure 21: Number of countries active in

Retail: 37%
Manufacturing: 36%
42%

Hospitality: 25%
Telecoms: 18%
Banking & Finance: 18%

11%

Utilities: 16%
Oil & Gas: 13%

100 or less

60%

6%

101-250

251-1000

1001-5000

26%

Over 5000
11%

Others: 10% or less
Figure 18: Industry sectors

21%

19%

3%

Figure 19: Number of employees

1 generation

2 generations

3 generations

4+ generations

Figure 22: Length of time established
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ﺷﻜﺮ وﺗﻘﺪﻳﺮ
ﻧﺘﻘﺪم ﺑﺨﺎﻟﺺ اﻟﺸﻜﺮ واﻟﺘﻘﺪﻳﺮ ﻟﻤﻼك اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ واﻟﻤﺪﻳﺮﻳﻦ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ اﻟﺬي أﺳﻬﻤﻮا ﺑﻮﻗﺘﻬﻢ
رؤى ﻗﻴﻤﺔ ﻟﻠﻐﺎﻳﺔ.
وﺟﻬﺪﻫﻢ ﻓﻲ ﻫﺬا اﻟﺘﻘﺮﻳﺮ ،ﻓﻘﺪ ﻗﺪﻣﻮا ﻟﻨﺎ ً

إﺧﻼء اﻟﻤﺴﺌﻮﻟﻴﺔ وﻧﻄﺎق اﻟﺘﻘﺮﻳﺮ
إن اﻻﺳﺘﻨﺘﺎﺟﺎت واﺣﻜﺎم اﻟﺘﻲ ﻳﺘﻀﻤﻨﻬﺎ ﻫﺬا اﻟﺘﻘﺮﻳﺮ ﻻ ﺗﻨﺘﺴﺐ إﻟﻰ ﻣﺒﺎدرة ﺑﻴﺮل وﻻ ﺗﻌﺒﺮ ﺑﺎﻟﻀﺮورة ﻋﻦ وﺟﻬﺔ
ﻧﻈﺮﻫﺎ أو ﻣﺠﻠﺲ اﻟﻤﺤﺎﻓﻈﻴﻦ ﺑﺎﻟﻤﺒﺎدرة أو ﺷﺮﻛﺎﺋﻬﺎ أو اﻟﻌﺎﻣﻠﻴﻦ ﺑﻬﺎ .وﻻ ﺗﻀﻤﻦ ﻣﺒﺎدرة ﺑﻴﺮل دﻗﺔ اﻟﺒﻴﺎﻧﺎت
اﻟﻮاردة ﺑﻬﺬا اﺻﺪار وﻻ ﺗﺘﺤﻤﻞ أي ﻣﺴﺌﻮﻟﻴﺔ ﻋﻦ أي ﻋﻮاﻗﺐ ﻻﺳﺘﺨﺪاﻣﻬﺎ.
© ﻣﺒﺎدرة ﺑﻴﺮل  . 2012ﺟﻤﻴﻊ اﻟﺤﻘﻮق ﻣﺤﻔﻮﻇﺔ.

آراء
ﻟﻘﺪ ﺗﻢ إﻋﺪاد ﻫﺬا اﻟﺘﻘﺮﻳﺮ ﻟﺘﻘﺪﻳﻢ ارﺷﺎدات اﻟﻌﺎﻣﺔ ﻓﻲ اﻟﻤﺴﺎﺋﻞ ذات اﻻﻫﺘﻤﺎم ﻓﺤﺴﺐ ،وﻻ ﻳﺸﻜﻞ ً
ﺑﻨﺎء ﻋﻠﻰ اﻟﻤﻌﻠﻮﻣﺎت اﻟﺘﻲ أوردﻫﺎ ﻫﺬا اﻟﺘﻘﺮﻳﺮ دون اﻟﺤﺼﻮل
ﻣﻬﻨﻴﺔ وﻟﺬﻟﻚ ﻳﺤﻈﺮ ﻋﻠﻰ أي ﻃﺮف أن ﻳﺘﺼﺮف ً
ﻋﻠﻰ ﻣﺸﻮرة ﻣﻬﻨﻴﺔ ﻣﺤﺪدة .وﻟﻴﺲ ﻫﻨﺎك أي ﺑﻴﺎن أو ﺿﻤﺎن )ﺻﺮﻳﺢ أو ﺿﻤﻨﻲ( ﻳﺘﻌﻠﻖ ﺑﺪﻗﺔ واﻛﺘﻤﺎل
اﻟﻤﻌﻠﻮﻣﺎت اﻟﻮاردة ﻓﻲ ﻫﺬا اﻟﺘﻘﺮﻳﺮ ،وﻻ ﺗﻘﺒﻞ ﺑﺮاﻳﺲ وﺗﺮﻫﺎوس ﻛﻮﺑﺮز ،إﻟﻰ اﻟﺤﺪ اﻟﺬي ﻳﺴﻤﺢ ﺑﻪ اﻟﻘﺎﻧﻮن ،أي
ﺗﺒﻌﺎت أو ﻣﺴﺌﻮﻟﻴﺎت أو واﺟﺒﺎت ي ﻋﻮاﻗﺐ ﻗﺪ ﺗﺤﺪث ﻟﻜﻢ أو ي ﺷﺨﺺ آﺧﺮ ﻗﺎم ﺑﺎﻟﺘﺼﺮف ،أو اﻣﺘﻨﻊ ﻋﻦ
ﺑﻨﺎء ﻋﻠﻴﻬﺎ.
ﺑﻨﺎء ﻋﻠﻰ اﻟﻤﻌﻠﻮﻣﺎت اﻟﻮاردة ﻓﻲ ﻫﺬا اﻟﺘﻘﺮﻳﺮ أو اﺗﺨﺎذ أي ﻗﺮار ً
اﻟﺘﺼﺮفً ،
© ﺑﺮاﻳﺲ وﺗﺮﻫﺎوس ﻛﻮﺑﺮز  . 2012ﺟﻤﻴﻊ اﻟﺤﻘﻮق ﻣﺤﻔﻮﻇﺔ.
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٢٨

اﻟﺨﺎﺗﻤﺔ

ﺗﻌﺪ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﻣﻦ أﻛﺒﺮ وأﻧﺠﺢ اﻟﺸﺮﻛﺎت ﻋﻠﻰ ﻣﺴﺘﻮى
اﻟﻌﺎﻟﻢ .ﻓﻔﻲ اﻟﻮﻗﺖ اﻟﺬي ﻳﺤﺎول ﻓﻴﻪ اﻻﻗﺘﺼﺎد
اﻟﻌﺎﻟﻤﻲ اﻟﺘﻌﺎﻓﻲ ﻣﻦ اﻟﺮﻛﻮد ،ﺳﻮف ﻳﺼﺒﺢ ﻟﺰاﻣº
ﻋﻠﻰ ﺷﺮﻛﺎت اﻟﻤﻨﻄﻘﺔ ﻳﻮﻣ ºﺑﻌﺪ ﻳﻮم أن ﺗﺘﺒﻨﻰ
ﻣﻌﺎﻳﻴﺮ رﻓﻴﻌﺔ اﻟﻤﺴﺘﻮى ﻟﻠﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻣﻤﺎ
ﺳﻴﻜﻮن ﻟﻪ أﻛﺒﺮ اﺛﺮ ﻓﻲ ﺣﺼﻮل ﻫﺬه اﻟﺸﺮﻛﺎت
ﻋﻠﻰ اﻟﺘﻤﻮﻳﻞ اﻟﻼزم وﺑﺸﺮوط ﻣﻴﺴﺮة ﻓﻀ ً
ﻼ ﻋﻦ
ﺟﺬب اﻟﻤﺴﺘﺜﻤﺮﻳﻦ واﻟﻌﻤﻼء ﻣﻦ اﻟﺒﻠﺪان اﺟﻨﺒﻴﺔ
واﺳﺘﻘﻄﺎب أﻓﻀﻞ اﻟﻤﻮاﻫﺐ .وﻣﻊ ﺗﺰاﻳﺪ اﻟﻀﻐﻮط
ﻋﻠﻰ ﺟﻤﻴﻊ اﻟﺸﺮﻛﺎت ﺑﺎﺧﺘﻼف أﻧﻮاﻋﻬﺎ ﻣﻦ أﺟﻞ
ﺗﻄﻮﻳﺮ ﺗﺪاﺑﻴﺮ اﻟﺤﻮﻛﻤﺔ ﻟﺪﻳﻬﺎ ،ﻧﺠﺪ أن اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺗﻌﺎﻧﻲ
ﻣﻦ ﺗﺄﺧﺮ ﻣﻠﻤﻮس ﻓﻲ ﻫﺬا اﻟﺼﺪد ﻋﻦ ﺗﻠﻚ اﻟﻘﺎﺋﻤﺔ
ﻓﻲ أﺳﻮاق أﺧﺮى .وﻫﻨﺎك ﻓﺮﺻﺔ ﺳﺎﻧﺤﺔ ﻟﻠﺘﻄﻮﻳﺮ
إﻻ أن ﻫﻨﺎك ﻣﺨﺎﻃﺮ أن ﺗﻔﻘﺪ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ
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ﻣﻨﻄﻘﺔ اﻟﺨﻠﻴﺞ ﻗﺪرﺗﻬﺎ اﻟﺘﻨﺎﻓﺴﻴﺔ اﻟﻌﺎﻟﻤﻴﺔ إذا ﻟﻢ
ﺗﻐﺘﻨﻢ ﺗﻠﻚ اﻟﻔﺮﺻﺔ.
وﺗﺸﻴﺮ ﻧﺘﺎﺋﺠﻨﺎ إﻟﻰ أﻧﻪ ﺑﻴﻨﻤﺎ ﺗﺪرك اﻟﻌﺪﻳﺪ ﻣﻦ
اﻟﺸﺮﻛﺎت ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ذﻟﻚ
ﺟﻴﺪ¼ ،ﻓﺈن اﻟﺤﻮﻛﻤﺔ ﻟﻢ ﺗﺼﺒﺢ ﺑﻌﺪ ﻣﻦ أوﻟﻴﺎت
اﻟﻌﻤﻞ ﺑﺎﻟﻘﺪر اﻟﻜﺎﻓﻲ ،ﻓﻬﺆﻻء اﻟﺬﻳﻦ ﻳﺘﻨﺎوﻟﻮن
ﺑﺸﻜﻞ أﻛﺒﺮ ﻋﻠﻰ
ﻣﻮﺿﻮﻋﺎت اﻟﺤﻮﻛﻤﺔ ﻳﺮﻛﺰون
ٍ
ﻗﻮاﻋﺪ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ اﻟﺘﻘﻠﻴﺪﻳﺔ وﻟﻴﺲ ﻋﻠﻰ
اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ ذﻟﻚ أن اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ
ﺗﺴﺎﻋﺪ ﻓﻲ ﺗﺬﻟﻴﻞ ﺑﻌﺾ اﻟﻌﺮاﻗﻴﻞ ﻣﺜﻞ اﻟﺤﺼﻮل
ﻋﻠﻰ اﻟﺘﻤﻮﻳﻞ ﻣﻦ اﻟﻤﺼﺎدر اﻟﺨﺎرﺟﻴﺔ .وﻓﻲ رأﻳﻨﺎ ،ﻓﺈن
اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ ﻳﺠﺐ أن ﺗﺄﺧﺬ ﻋﻠﻰ اﻗﻞ ﻧﻔﺲ
اﻟﻘﺪر ﻣﻦ اﻫﻤﻴﺔ اﻟﺘﻲ ﺗﺤﺘﻠﻬﺎ اﻟﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ ،وإذا ﻣﺎ ﺗﻢ اﻟﺘﻐﺎﺿﻲ ﻋﻨﻬﺎ ﻓﺬﻟﻚ ﻣﻦ
ﺷﺄﻧﻪ أن ﻳﺆدي إﻟﻰ ﻣﺨﺎﻃﺮ ﺑﻨﺸﻮء ﺻﺮاﻋﺎت ﻛﺒﺮى
وﺧﺎﺻﺔ ﻓﻴﻤﺎ ﻳﺘﻌﻠﻖ ﺑﺘﺪاول اﻟﺨﻼﻓﺔ.

ﻛﻤﺎ أوﺿﺤﺖ اﻟﻨﺘﺎﺋﺞ أن ﺗﺪاول اﻟﺨﻼﻓﺔ وإدارة
اﻟﻨﺰاﻋﺎت ﻳﺄﺗﻴﺎن ﻋﻠﻰ رأس أوﻟﻮﻳﺎت اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ،ﻓﻬﻤﺎ ﻋﻨﺼﺮان
ﻫﺎﻣﺎن ﻻﺳﺘﻤﺮارﻳﺔ ﻣﻌﻈﻢ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﺣﻴﺚ إن
 60٪ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﺘﻲ ﺷﻤﻠﻬﺎ اﻟﺒﺤﺚ ﺗﺴﺘﻌﺪ ﻟﻨﻘﻞ
ﻣﻠﻜﻴﺔ اﻟﺸﺮﻛﺎت إﻟﻰ اﻟﺠﻴﻞ اﻟﺜﺎﻟﺚ .وﻳﻤﻜﻦ أﻳﻀ ºأن
ﺗﺴﺘﻔﻴﺪ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﻣﻦ إرﺳﺎء أﻧﻈﻤﺔ ﺣﻮﻛﻤﺔ
رﺳﻤﻴﺔ ﻣﺜﻞ اﻟﻔﺼﻞ ﺑﻴﻦ ادارة واﻟﻤﻠﻜﻴﺔ وﺿﻤﺎن
ﺑﺸﻜﻞ أﻓﻀﻞ وﺗﺸﻜﻴﻞ ﻣﺠﻠﺲ
ﺗﻔﻮﻳﺾ اﻟﻤﻬﺎم
ٍ
إدارة ﻣﺘﻨﺎﻏﻢ ﻳﻀﻢ أﻋﻀﺎء ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻣﻤﻦ
ﻳﺘﻤﺘﻌﻮن ﺑﺎﻟﻤﻬﺎرات اﻟﻤﻄﻠﻮﺑﺔ ﻟﻠﻌﻤﻞ ،وﻫﺬا ﻛﻠﻪ
ﻣﻦ ﺷﺄﻧﻪ أن ﻳُﺴﻬﻢ ﻓﻲ اﻟﺘﺮﻛﻴﺰ ﻋﻠﻰ اﻟﺘﻨﻤﻴﺔ
واﻻﺳﺘﺮاﺗﻴﺠﻴﺔ وﻣﻮاﺟﻬﺔ اﻟﺘﺤﺪﻳﺎت اﻟﻌﺎﻟﻤﻴﺔ
وﺿﻤﺎن اﺳﺘﻤﺮارﻳﺔ اﻟﻌﻤﻞ.
وﺗﺸﻴﺮ اﻟﻨﺘﺎﺋﺞ أﻳﻀ ºإﻟﻰ أﻧﻪ ﻳﻤﻜﻦ أن ﺗﺴﺘﻔﻴﺪ
اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﻣﻦ ﺗﻄﻮﻳﺮ وﺗﻌﺰﻳﺰ اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ
)ﺑﻤﻌﺰل ﻋﻦ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ( ،ﻓﻌﻠﻰ ﺳﺒﻴﻞ
اﻟﻤﺜﺎل ﻳﻤﻜﻦ أن ﻳﻘﻮم ﻣﺠﻠﺲ اﻟﻌﺎﺋﻠﺔ أو ﻣﺠﻠﺲ
اﻟﻤﺴﺎﻫﻤﻴﻦ ﺑﺘﻨﺎول ﻣﻮﺿﻮﻋﺎت ﺗﺘﻌﻠﻖ ﺑﺘﺨﺼﻴﺺ

اﺳﻬﻢ وﺗﻤﺜﻴﻞ اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة
وأﺣﻜﺎم اﻟﺘﺨﺎرج وﺳﻴﺎﺳﺎت اﻟﻤﻜﺎﻓﺂت وﺗﻘﻴﻴﻢ اداء
ووﺿﻊ اﻟﺤﺪ ادﻧﻰ ﻣﻦ ﻣﺘﻄﻠﺒﺎت اﻟﺘﻌﻴﻴﻦ وﻣﻌﺎﻳﻴﺮ
اﺧﺘﻴﺎر ﻗﺎدة اﻟﻤﺴﺘﻘﺒﻞ .وﻗﺪ ﻳﻜﻮن ﻟﻤﺜﻞ ﻫﺬا
اﻟﻤﺠﻠﺲ ﻓﻌﺎﻟﻴﺔ ﺧﺎﺻﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﺣﻴﺚ ﺗﻜﻮن اﻟﻌﺎﺋﻼت أﻛﺒﺮ ﺣﺠﻤ ºﻣﻘﺎرﻧﺔ
ﺑﻤﺜﻴﻼﺗﻬﺎ ﻓﻲ أوروﺑﺎ وأﻣﺮﻳﻜﺎ اﻟﺸﻤﺎﻟﻴﺔ.
ﺗﺪرك اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ أن اﻟﺸﻔﺎﻓﻴﺔ واﻟﻤﺴﺎءﻟﺔ أﻣﺮان ﻻ ﻏﻨﻰ
ﻋﻨﻬﻤﺎ ﻓﻲ دﻋﻢ ﻗﺪراﺗﻬﺎ اﻟﺘﻨﺎﻓﺴﻴﺔ اﻟﺪوﻟﻴﺔ ﻓﻲ
ﻋﺎﻟﻢ اﻟﻤﺎل واﻋﻤﺎل؛ ﻓﺘﺮى اﻟﻌﺪﻳﺪ ﻣﻦ ﺗﻠﻚ
اﻟﺸﺮﻛﺎت أن اﻓﺼﺎح ﻋﻦ أﻛﺒﺮ ﻗﺪ ٍر ﻣﻦ اﻟﻤﻌﻠﻮﻣﺎت
وﺗﺪاوﻟﻬﺎ ﻋﻠﻰ ﻧﻄﺎق واﺳﻊ ووﺿﻊ ﻋﻤﻠﻴﺎت أﻛﺜﺮ
وﺿﻮﺣ ºوﺗﺤﺪﻳﺪ¼ ﺳﻮف ﻳﺴﺎﻋﺪﻫﺎ ﻋﻠﻰ إﻧﺸﺎء
ﻋﻼﻗﺎت ﺗﺠﺎرﻳﺔ ﻣﺮﺑﺤﺔ ﻣﻊ ﻛﺒﺮى اﻟﺸﺮﻛﺎت
ﻣﺘﻌﺪدة اﻟﺠﻨﺴﻴﺎت ،ﻓﻀ ً
ﻼ ﻋﻦ ﺗﻌﺰﻳﺰ ﻣﺴﺘﻮاﻫﺎ
اﻟﻤﻬﻨﻲ وﻣﺴﺎﻋﺪﺗﻬﺎ ﻋﻠﻰ ﺟﺬب اﻟﻤﻮﻇﻔﻴﻦ
ﺳﺒﻞ ﺣﺼﻮﻟﻬﺎ ﻋﻠﻰ
اﻟﻤﻮﻫﻮﺑﻴﻦ واﻟﻤﻬﺮة ودﻋﻢ ُ
رؤوس اﻣﻮال.

26

إن اﻟﺸﺮﻛﺎت اﻟﺘﻲ ﺗﻘﻮم ﺑﺎﻓﺼﺎح ﻋﻦ اﻟﻤﻌﻠﻮﻣﺎت
ﺗﻤﻴﻞ ﻟﻠﻘﻴﺎم ﺑﺬﻟﻚ ﻣﻦ أﺟﻞ أﻏﺮاض اﻟﻌﻤﻞ ﻓﺤﺴﺐ
ﻣﺜﻞ اﻟﺤﺼﻮل ﻋﻠﻰ ﻗﺮض ﻣﻦ أﺣﺪ اﻟﻤﺼﺎرف .وﻟﻘﺪ
أﺧﺬت اﻟﻜﺜﻴﺮ ﻣﻦ اﻟﻤﺼﺎرف ا¾ن ﻓﻲ اﻻﺑﺘﻌﺎد ﻋﻦ
"اﻗﺮاض ﺑﻀﻤﺎن اﺳﻢ اﻟﻤﻘﺘﺮض" اﻋﺘﻤﺎد¼ ﻋﻠﻰ
اﻟﻌﻼﻗﺎت اﻟﺸﺨﺼﻴﺔ وﺑﺎﺗﺖ ﺗﻄﺎﻟﺐ ﺑﺎﻟﻤﺰﻳﺪ ﻣﻦ
اﻟﻤﻌﻠﻮﻣﺎت ﺣﻮل اداء اﻟﻤﺎﻟﻲ ﻟﻠﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
واﻻﻃﻼع ﻋﻠﻰ ﻣﻴﺰاﻧﻴﺎﺗﻬﺎ اﻟﻌﻤﻮﻣﻴﺔ ﻣﻦ أﺟﻞ اﺗﺨﺎذ
اﻟﻘﺮار ﺑﻤﻨﺢ اﻟﻘﺮوض .وﻛﻨﺘﻴﺠﺔ ﻟﺬﻟﻚ ﺗﺪرك اﻟﻌﺪﻳﺪ
ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ أن وﺟﻮد ﻣﻌﺎﻳﻴﺮ رﻓﻴﻌﺔ اﻟﻤﺴﺘﻮى

ﻟﻠﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻫﻮ أﻣﺮ ﻣﻦ ﺷﺄﻧﻪ أن
ﻳﺴﺎﻋﺪﻫﺎ ﻓﻲ اﻟﺤﺼﻮل ﻋﻠﻰ اﻟﺘﻤﻮﻳﻞ اﺿﺎﻓﻲ ﻣﻦ
ﺧﺎرج اﻟﺸﺮﻛﺔ ﺳﻮاء ﻛﺎن ﻣﻦ أﺣﺪ اﻟﻤﺼﺎرف أو ﻣﻦ
اﻟﻤﺴﺘﺜﻤﺮﻳﻦ ا¾ﺧﺮﻳﻦ ،وﺑﻴﻨﻤﺎ ﻻ ﻳﻌﺎﻧﻲ ﻋﺪد ﻛﺒﻴﺮ ﻣﻦ
اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﻣﻦ أي دﻳﻮن ﻋﻠﻰ اﻃﻼق ،ﻳﺠﺪر ﺑﻨﺎ
اﺷﺎرة إﻟﻰ أن  55٪ﻣﻦ اﻟﻤﺸﺎرﻛﻴﻦ ﻓﻲ ﻫﺬا اﻟﺒﺤﺚ
ﻳﻌﺘﺰﻣﻮن اﻟﺴﻌﻲ ﻟﻠﺤﺼﻮل ﻋﻠﻰ رؤوس أﻣﻮال
ﺧﺎرﺟﻴﺔ ﻓﻲ اﻟﻤﺴﺘﻘﺒﻞ )وﻗﺪ ﻗﺎم  24٪ﻣﻨﻬﻢ ﺑﺬﻟﻚ
ﻓﻲ اﻟﻤﺎﺿﻲ( وﻣﻦ ﺛﻢ ﺳﻮف ﻳﺼﺒﺢ ﻫﺬا اﻟﻤﻮﺿﻮع
ﺷﺎﻏﻠﻬﻢ اﻛﺒﺮ.

24%

ﻧﻌﻢ

76%

ﺣﺪ ﻛﺒﻴﺮ ﻓﻲ إﻧﺸﺎء ﻋﻼﻗﺎت ﺗﺠﺎرﻳﺔ ﻣﺮﺑﺤﺔ ﻣﻊ
وأﻳﻀ ºﻓﺈن ﺗﻮاﻓﺮ أﻛﺒﺮ ﻗﺪ ٍر ﻣﻦ اﻟﺸﻔﺎﻓﻴﺔ ﺳﻮف ﻳﺴﺎﻫﻢ إﻟﻰ ٍ
ﻛﺒﺮى اﻟﺸﺮﻛﺎت ﻣﺘﻌﺪدة اﻟﺠﻨﺴﻴﺎت ،وﺣﺴﻨ ºﻓﻌﻠﺖ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ
ﺑﺈدراﻛﻬﺎ ﻣﺪى أﻫﻤﻴﺔ اﻟﺘﺤﻠﻲ ﺑﺄﻛﺒﺮ ﻗﺪر ﻣﻦ اﻟﺸﻔﺎﻓﻴﺔ ﺑﺸﺄن اﻟﻤﻌﻠﻮﻣﺎت اﻟﻤﺎﻟﻴﺔ وﻏﻴﺮ اﻟﻤﺎﻟﻴﺔ وﻫﻮ اﻟﺜﻤﻦ اﻟﺬي
ﻳﺠﺐ ﻋﻠﻴﻬﺎ أن ﺗﺪﻓﻌﻪ إذا ﻣﺎ أرادت ﻋﻘﺪ ﺷﺮاﻛﺎت ﻣﻊ ﻫﺬه اﻟﺸﺮﻛﺎت.
ﻛﻤﺎ ﻛﺸﻔﺖ ﻫﺬه اﻟﺪراﺳﺔ اﻟﺒﺤﺜﻴﺔ ﻋﻦ أن ﻫﻨﺎك 63٪
ﻣﻦ اﻟﺸﺮﻛﺎت ﻟﺪﻳﻬﻢ ﻗﻮاﻋﺪ ﻟﻠﻤﻌﺎﻳﻴﺮ اﺧﻼﻗﻴﺔ
داﺧﻞ اﻟﻤﺆﺳﺴﺔ ،و 45٪ﻟﺪﻳﻬﻢ ﺳﻴﺎﺳﺎت ﻟﻤﻜﺎﻓﺤﺔ
اﻟﻔﺴﺎد ،و 62٪ﻟﺪﻳﻬﻢ ﻣﻴﺜﺎق ﻟﻠﺘﻌﺎﻣﻞ ﻣﻊ ﺗﻀﺎرب
اﻟﻤﺼﺎﻟﺢ ،و 31٪ﻟﺪﻳﻬﻢ ﺳﻴﺎﺳﺔ إﻃﻼق اﻟﻨﻔﻴﺮ ﻟåﺑﻼغ
ﻋﻦ اﻟﻤﺨﺎﻟﻔﺎت .وﻳﺒﺪو ﻫﺬا أﻣﺮ¼ إﻳﺠﺎﺑﻴ ºﻣﻦ اﻟﻨﺎﺣﻴﺔ
اﻟﻨﻈﺮﻳﺔ ،وﻟﻜﻦ ﻓﻲ اﻟﺘﻄﺒﻴﻖ اﻟﻔﻌﻠﻲ ﻟﻢ ﺗﻘﻢ
ﺳﻮى  31٪ﻣﻦ ﻫﺬه اﻟﺸﺮﻛﺎت ﺑﺘﻄﺒﻴﻖ ﺗﻠﻚ اﻟﺘﺪاﺑﻴﺮ
ﺑﺸﻜﻞ ﻛﺎﻣﻞ ﻣﻘﺎرﻧﺔ ﺑﻨﺴﺒﺔ  24٪ﻟﺸﺮﻛﺎت أﺣﺠﻤﺖ
ٍ
ﺗﻤﺎﻣ ºﻋﻦ اﻟﺘﻄﺒﻴﻖ .وﻧﺆﻛﺪ ﻣﺠﺪد¼ ﻋﻠﻰ أن
اﻟﺸﺮﻛﺎت اﻟﺘﻲ ﺗﺮﻏﺐ ﻓﻲ ﺑﻨﺎء ﻋﻼﻗﺎت ﻋﻤﻞ ﻣﻊ
اﻟﺸﺮﻛﺎت ﻣﺘﻌﺪدة اﻟﺠﻨﺴﻴﺎت ﺳﻮف ﺗﺠﺪ ﻧﻔﺴﻬﺎ
ﻓﻲ ﺣﺎﺟﺔ ﻣﻠﺤﺔ ﻟﺘﺒﻨﻲ ﻣﺜﻞ ﺗﻠﻚ اﻟﺘﺪاﺑﻴﺮ.

"]أﻫﻢ ﻣﺎ ﻳﻤﻴﺰ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ
ﻫﻮ أن ﻳﻜﻮن[ ﻟﺪﻳﻚ اﻟﻘﺪرة ﻋﻠﻰ اﻟﺘﻨﺒﺆ
ووﺿﻮح اداء اﻟﻤﺎﻟﻲ واﻓﺼﺎح ﻋﻨﻪ
ﺑﺸﻔﺎﻓﻴﺔ".
وﻫﻨﺎك ﻣﻦ اﺳﺒﺎب اﻟﺘﺠﺎرﻳﺔ اﺧﺮى ﻣﺎ ﻳﺴﺎﻋﺪ
اﻟﺸﺮﻛﺎت ﻋﻠﻰ أن ﺗﻜﻮن أﻛﺜﺮ ﺷﻔﺎﻓﻴﺔ ،ﻓﻌﻠﻰ
ﺳﺒﻴﻞ اﻟﻤﺜﺎل ﻓﺈن ﺗﺒﻨﻲ ﻣﻨﻬﺠ ºأﻛﺜﺮ اﻧﻔﺘﺎﺣ ºﺳﻮف
ﻳﺴﺎﻫﻢ ﻓﻲ ﺟﺬب اﻟﻜﻮادر اﻟﻤﻮﻫﻮﺑﺔ واﻟﻤﺎﻫﺮة إﻟﻰ
اﻟﺸﺮﻛﺔ.

ﻻ

ﺷﻜﻞ  :15ﻧﺴﺒﺔ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ اﻟﺘﻲ ﻗﺎﻣﺖ ﺑﺘﺠﻤﻴﻊ رأس ﻣﺎل ﻣﻦ اﻟﺨﺎرج

ﻧﻌﻢ

55%

"ﺗﺴﺎﻫﻢ اﻟﺸﻔﺎﻓﻴﺔ ﻓﻲ زﻳﺎدة ﻗﺪرة اﻟﺸﺮﻛﺔ ﻋﻠﻰ اﻻﺣﺘﻔﺎظ ﺑﺎﻟﻤﻮﻇﻔﻴﻦ
واﻟﻤﻮﻫﻮﺑﻴﻦ ،ﻛﻤﺎ أﻧﻬﺎ ﺗﺤﺎﻓﻆ ﻋﻠﻰ اﻧﺪﻣﺎج اﻟﻤﻮﻇﻔﻴﻦ ﻓﻲ اﻟﻌﻤﻞ دون أن
ﻳﺴﺎورﻫﻢ ﻗﻠﻖ ﺑﺸﺄن ﻫﻮﻳﺔ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ اﻟﻤﺎﻟﻜﻴﻦ ﻟﻠﺸﺮﻛﺔ".

ﻗﻮاﻋﺪ اﻟﻤﻌﺎﻳﻴﺮ
اﺧﻼﻗﻴﺔ

63%

ﻏﻴﺮ ﻣﻄﺒﻖ

30%

15%

ﺳﻴﺎﺳﺎت ﻣﻜﺎﻓﺤﺔ
اﻟﺮﺷﻮة واﻟﻔﺴﺎد

45%

ﻻ

وﻓﻘ ºﻟﻠﻈﺮوف  /ﻻ أﻋﺮف

31%

62%

ﺷﻜﻞ  :16ﻧﺴﺒﺔ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ اﻟﺘﻲ ﺗﻌﺘﺰم اﻟﻘﻴﺎم ﺑﺬﻟﻚ ﻓﻲ اﻟﻤﺴﺘﻘﺒﻞ
ﺷﻜﻞ  :17ا¾ﻟﻴﺎت واﻟﺴﻴﺎﺳﺎت

٢٣

ﺟﺰﺋﻴº

ﻛﻠﻴº

ﺳﻴﺎﺳﺔ إﻃﻼق
اﻟﻨﻔﻴﺮ

31%

ﺗﻀﺎرب اﻟﻤﺼﺎﻟﺢ

24%

45%

ﻫﻞ ﻫﻲ ﻣﻄﺒﻘﺔ ﺑﺎﻟﻔﻌﻞ؟

24

اﻟﺸﻔﺎﻓﻴﺔ واﻟﻤﺴﺎءﻟﺔ
اﻟﺘﻘﺎرﻳﺮ اﻟﺴﻨﻮﻳﺔ واﻗﺮارات اﻟﻤﺎﻟﻴﺔ )ﻟﻠﺒﻨﻮك(

63%

ﻟﻘﺪ ﻃﺮﺣﻨﺎ ﺑﺎﻟﻔﻌﻞ ﻣﻮﺿﻮع اﻟﺨﺼﻮﺻﻴﺔ اﻟﺜﻘﺎﻓﻴﺔ وﻣﺪى أﻫﻤﻴﺘﻬﺎ ﻟﺪول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ،وﻟﻬﺬا
اﻟﺴﺒﺐ ﻗﻠﻤﺎ ﺗﺠﺪ ﺷﺮﻛﺎت ﻋﺎﺋﻠﻴﺔ ﺗﻔﺼﺢ ﻋﻦ ﻣﻌﻠﻮﻣﺎت ﺗﻔﺼﻴﻠﻴﺔ ﻓﻴﻤﺎ ﻳﺨﺺ ﺳﻴﺎﺳﺎﺗﻬﺎ وأداﺋﻬﺎ ﻟﻤﻦ ﻫﻢ
ﺧﺎرج اﻟﺸﺮﻛﺔ.

37%

ﻧﻌﻢ

ﻻ

ﺷﻜﻞ  :12ﻫﻞ ﺗﻔﺼﺢ ﻋﻦ اﻟﻤﻌﻠﻮﻣﺎت اﻟﻤﺎﻟﻴﺔ وﻏﻴﺮ اﻟﻤﺎﻟﻴﺔ ﻟﺸﺮﻛﺎء
اﻋﻤﺎل واﻟﺸﺮﻛﺎء اﻟﻤﺎﻟﻴﻴﻦ ذوي اﻟﺼﻠﺔ؟

"ﻟﻴﺲ ﻫﻨﺎك ﺿﺮورة ﻋﻤﻠﻴﺔ ﻟÁﻓﺼﺎح اﻟﻌﻠﻨﻲ
ﻟﻠﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ـ ﻓﻬﺬا اﻣﺮ ﻳﺸﺒﻪ ا¬ﻋﻼن
ﻋﻦ اﻟﺤﺴﺎﺑﺎت اﻟﺒﻨﻜﻴﺔ اﻟﺨﺎﺻﺔ ﺑﻨﺎ".

ﺗﻢ ﻃﻠﺒﻬﺎ ﻓﻲ اﺳﺎس ﻛﻤﻌﻠﻮﻣﺎت ﻣﺎﻟﻴﺔ
ﻟﻠﺒﻨﻮك أو اﻟﻤﺮاﺟﻌﻴﻦ

79%

21%
ﻳﻔﻴﺪ اﻟﻜﺜﻴﺮون ان ذﻟﻚ ﻟﻼﺳﺘﺨﺪام اﻟﺪاﺧﻠﻲ ﻓﻘﻂ

76%

ﻧﻌﻢ

ﻻ

ﺷﻜﻞ  :13ﻫﻞ ﺗﺪﻟﻲ ﺑﺄي ﻣﻌﻠﻮﻣﺎت ﻣﺎﻟﻴﺔ ﺑﺸﻜﻞ ﻋﻠﻨﻲ؟
24%

ﻧﻌﻢ

ﻻ

ﺷﻜﻞ  :11ﻫﻞ ﺗﻨﺸﺮ اﻟﺤﺴﺎﺑﺎت اﻟﻤﺎﻟﻴﺔ اﻟﺴﻨﻮﻳﺔ ﻓﻲ ﺻﻮرة ﺗﻘﺮﻳﺮ؟

اﻟﻤﺴﺌﻮﻟﻴﺔ اﻻﺟﺘﻤﺎﻋﻴﺔ ﻟﻠﺸﺮﻛﺎت  /اﻟﻠﺮﺷﺎدات اﻟﺒﻴﺌﻴﺔ
وﻧﺸﺮات اﻟﻤﺆﺳﺴﺎت وﻣﻌﻠﻮﻣﺎت اﻟﻤﻮارد اﻟﺒﺸﺮﻳﺔ

ﻣﻦ ﺑﻴﻦ ﻣﻦ ﺗﻤﺖ إﺟﺮاء اﻟﻤﻘﺎﺑﻼت ﻣﻌﻬﻢ ،أﻓﺎد 76٪
ﺑﺄﻧﻬﻢ ﻳﻘﻮﻣﻮن ﺑﺈﻋﺪاد ﻣﺎ ﻳﻌﺎدل اﻟﺘﻘﺮﻳﺮ اﻟﺴﻨﻮي
ﻟﻼﺳﺘﺨﺪام اﻟﺪاﺧﻠﻲ ﻓﻲ اﻟﻤﻘﺎم اول ،ﺑﻴﻨﻤﺎ ﻳﻤﺘﻨﻊ
 24٪ﻋﻦ إﻋﺪاد ﻣﺜﻞ ﻫﺬا اﻟﺘﻘﺮﻳﺮ ﻋﻠﻰ اﻃﻼق؛
وﺗﻘﻮم ﺑﻌﺾ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﺑﺈﻋﺪاد ﺗﻘﺎرﻳﺮ
ﺳﻨﻮﻳﺔ اﺳﺘﺮاﺗﻴﺠﻴﺔ واﺳﺘﺸﺮاﻓﻴﺔ ﻣﺨﺼﺼﺔ
ﻟﻼﺳﺘﺨﺪام اﻟﺪاﺧﻠﻲ وذﻟﻚ ﻃﻼع ﺣﻤﻠﺔ اﺳﻬﻢ

٢١

ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻋﻠﻰ اﻟﺘﻮﻗﻌﺎت اﻟﻤﺴﺘﻘﺒﻠﻴﺔ ﻟﻠﺸﺮﻛﺔ
وأﻳﻀ ºﻃﻼﻋﻬﻢ ﻋﻠﻰ ﻣﺴﺘﻮى اداء ﺧﻼل اﻟﻔﺘﺮة
اﻟﻤﺎﺿﻴﺔ .وﻣﻊ ذﻟﻚ ﻻ ﺗﻘﻮم  88٪ﻣﻦ ﺗﻠﻚ اﻟﺸﺮﻛﺎت
ﺑﺎﻓﺼﺎح ﻋﻦ اﻟﻤﻌﻠﻮﻣﺎت ﻏﻴﺮ اﻟﻤﺎﻟﻴﺔ ﻣﺜﻞ اﻟﻤﻌﻠﻮﻣﺎت
اﻟﺒﻴﺌﻴﺔ واﻻﺟﺘﻤﺎﻋﻴﺔ واﻟﺤﻮﻛﻤﻴﺔ ﻋﻠﻰ اﻃﻼق،
وﻳﺤﺠﻢ  79٪ﻣﻨﻬﺎ ﻋﻦ اﻓﺼﺎح ﻋﻦ أي ﻣﻌﻠﻮﻣﺎت
ﻟﻠﻌﺎﻣﺔ ﻣﻄﻠﻘ ºﺳﻮاء ﻛﺎﻧﺖ ﻣﺎﻟﻴﺔ أو ﻏﻴﺮ ﻣﺎﻟﻴﺔ.

88%

12%
ﻧﻌﻢ

ﻻ

ﺷﻜﻞ  :14ﻫﻞ ﺗﻘﻮم ﺑﺎﻋﻼن ﻋﻦ أي ﻣﻌﻠﻮﻣﺎت ﻏﻴﺮ ﻣﺎﻟﻴﺔ أو ﺑﻴﺌﻴﺔ أو
اﺟﺘﻤﺎﻋﻴﺔ أو ﺧﺎﺻﺔ ﺑﺎﻟﺤﻮﻛﻤﺔ؟

22

PwC

وﻋﻠﻰ ﻏﺮار ذﻟﻚ ،ﻓﺈن ﻧﻈﺎم ﻣﺠﻤﻮﻋﺎت اﻟﺸﺮﻛﺎت اﻟﺬي ﺗﻘﻮم ﻋﻠﻴﻪ اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻳﻌﻨﻲ أن ﻛﻞ ﺷﺮﻛﺔ داﺧﻞ اﻟﻤﺠﻤﻮﻋﺔ ﻏﺎﻟﺒ ﻣﺎ ﺗﺪار ﻣﻦ ﻗﺒﻞ أﺣﺪ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ
ﺑﺤﻴﺚ ﻳﻜﻮن اﻟﻤﺎﻟﻚ أو اﻟﻤﺆﺳﺲ ﻫﻮ اﻟﻤﺪﻳﺮ اﻟﻮﺣﻴﺪ اﻟﺬي ﻳﻜﻮن ﻟﺪﻳﻪ ﻓﻜﺮة ﺷﺎﻣﻠﺔ ﻋﻦ اﻟﻌﻤﻞ ﻛﻜﻞ .وﻋﻨﺪﻣﺎ
ﺗﻨﺘﻘﻞ ا¢دارة إﻟﻰ اﻟﺠﻴﻞ اﻟﺘﺎﻟﻲ ﻗﺪ ﻻ ﺗﺘﻮﻓﺮ ¥ﻋﻀﺎء ﻣﺠﻠﺲ ا¢دارة اﻟﻤﻌﺎرف واﻟﺨﺒﺮات اﻟﺘﻲ ﺗﻜﻔﻞ ﻟﻬﻢ اﺗﺨﺎذ
ﺑﻨﺎء ﻋﻠﻰ
ﻗﺮارات ﻣﻮﺿﻮﻋﻴﺔ إزاء ﻣﺠﺎﻻت اﻟﻌﻤﻞ اﻟﻤﺘﻨﻮﻋﺔ ،وإذا ﺣﺪث ذﻟﻚ ﺗﻜﻮن ﻫﻨﺎك ﻣﺨﺎﻃﺮة اﺗﺨﺎذ اﻟﻘﺮارات ً
أﺳﺒﺎب ﻋﺎﻃﻔﻴﺔ وﻟﻴﺲ ¥ﺳﺒﺎب ﺗﺠﺎرﻳﺔ أو اﺳﺘﺮاﺗﻴﺠﻴﺔ وﻣﻦ ﺛﻢ ﻳﻨﺸﺄ اﻟﻨﺰاع ﺑﻴﻦ "اﻟﺘﻜﺘﻼت" اﻟﻤﺨﺘﻠﻔﺔ.

53٪
20٪

.(48٪
ٍ

وﻫﻨﺎ ﻗﺪ ﻳﺸﻜﻞ ﻣﺠﻠﺲ اﻟﻌﺎﺋﻠﺔ  /ﻣﺠﻠﺲ اﻟﻤﺴﺎﻫﻤﻴﻦ اﻟﻤﻨﺘﺪى اﻟﺬي ﻳﺴﺘﻄﻴﻊ ﻣﻦ ﺧﻼﻟﻪ ﻛﻞ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ
ﻣﻨﺎﻗﺸﺔ أﻣﻮر اﻟﻌﻤﻞ واﻟﺘﻮﺻﻞ إﻟﻰ رؤى ﻣﺘﻔﻖ ﻋﻠﻴﻬﺎ ﻟﻠﻤﺴﺘﻘﺒﻞ ﺑﻐﺾ اﻟﻨﻈﺮ ﻋﻤﺎ إذا ﻛﺎﻧﻮا ﻳﻠﻌﺒﻮن دور ¹ﻓﻌﺎ ً
ﻻ
ﻓﻲ ا¢دارة ﻣﻦ ﻋﺪﻣﻪ ،ﻛﻤﺎ ﻳﻤﻜﻦ ﻟﻠﻤﺠﻠﺲ أﻳﻀ أن ﻳﻜﻮن وﺳﻴﻄ ﻓﻌﺎ ً
ﻻ ﺑﻴﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ وﻣﺠﻠﺲ ا¢دارة
اﻟﺮﺳﻤﻲ .وﺑﻤﻌﻨﻰ آﺧﺮ ،ﻳﻤﻜﻦ ﻟﻠﻤﺠﻠﺲ أن ﻳﻤﺎرس دور ¹ﺟﻮﻫﺮﻳ ﻓﻲ اﻟﻔﺼﻞ ﺑﻴﻦ اﻟﻤﻠﻜﻴﺔ )اﻟﺘﻲ ﻳﻤﻜﻦ أن
ﺗﺸﻤﻞ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﺟﻤﻴﻌ( وﺑﻴﻦ ا¢دارة )اﻟﺘﻲ ﻻ ﺗﺸﺘﻤﻞ ﺳﻮى ﻋﻠﻰ ﻋﺪدٍ ﻣﺤﺪود( .ﻛﻤﺎ ﻳﺴﺎﻋﺪ اﻟﻤﺠﻠﺲ
ﻋﻠﻰ ﺗﺴﻬﻴﻞ ﻋﻤﻠﻴﺔ ﺗﺪاول اﻟﺨﻼﻓﺔ واﻻﺿﻄﻼع ﺑﺪو ٍر رﻗﺎﺑﻲ ﻋﻠﻰ ﻛﺒﺎر اﻟﻤﻮﻇﻔﻴﻦ ﻣﻦ ﻏﻴﺮ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ اﻟﺬﻳﻦ
ﻳﻘﻮﻣﻮن ﺑﺈدارة اﻟﺸﺮﻛﺔ.

20٪
ٍ

27%
53%
20%

"ﻣﻦ أوﻟﻮﻳﺎﺗﻲ أن أﺳﻠﻢ ﻟﻠﺠﻴﻞ اﻟﺜﺎﻟﺚ ﺷﺮﻛﺔ
ذات ﻧﻈﺎم ﺟﻴﺪ ﺗﻘﻮم ﻋﻠﻰ أﺳﺎس
ﺣﻮﻛﻤﻲ ﻗﻮي ﻳﻤﻜﻨﻬﺎ أن ﺗﺴﺘﻤﺮ ﻋﺒﺮ
ا¥ﺟﻴﺎل اﻟﺘﺎﻟﻴﺔ".

:8

"ﺗﺒﺮز اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﺧﻄﻂ
اﻟﺨﻼﻓﺔ وﺗﺤﺪد ﻣﺴﺌﻮﻟﻴﺎت
اﻟﻤﻼك اﻟﻔﻌﻠﻴﺔ وﺗﺤﺪ ﻣﻦ ﺗﺪﺧﻞ
اﻟﻌﺎﺋﻠﺔ ﻓﻲ ا¢دارة اﻟﻴﻮﻣﻴﺔ
ﻟﻠﻤﺆﺳﺴﺔ".

52%
20%

51%

48%

:9

٪

ﺗﺪرك اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻣﺪى اﻟﻔﺎﺋﺪة اﻟﺘﻲ ﺳﺘﺤﺼﻞ ﻋﻠﻴﻬﺎ
ً
وﻋﺎدة ﻣﺎ ﻳﺘﻀﻤﻦ ذﻟﻚ ﺗﻤﺜﻴﻞ
ﻣﻦ إﺟﺮاء اﻟﻤﺮاﺟﻌﺎت اﻟﺸﺎﻣﻠﺔ ¢ﻃﺎرات اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ واﻟﻤﻠﻜﻴﺔ،
اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ا¢دارة وإﺟﺮاءات اﺗﺨﺎذ اﻟﻘﺮارات وﺣﻘﻮق أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﺷﻐﻞ اﻟﻮﻇﺎﺋﻒ داﺧﻞ
اﻟﺸﺮﻛﺔ وأﺣﻜﺎم اﻟﺘﺨﺎرج وﻛﺬﻟﻚ ا¥ﺣﻜﺎم اﻟﺨﺎﺻﺔ ﺑﺎ¥ﺻﻬﺎر وأزواج اﻟﺒﻨﺎت وﺳﻴﺎﺳﺎت اﻟﻤﻜﺎﻓﺂت واﻟﺤﻮاﻓﺰ
وﺗﻘﻴﻴﻢ ا¥داء واﻟﺘﻌﻴﻴﻨﺎت وﺗﺄﺳﻴﺲ اﻟﻠﺠﺎن اﻟﻤﻨﺒﺜﻘﺔ ﻋﻦ ﻣﺠﻠﺲ ا¢دارة وﺗﺤﺪﻳﺪ ﻣﻬﺎﻣﻬﺎ ﻟﺒﺤﺚ ﻣﻮﺿﻮﻋﺎت
ﻣﺜﻞ اﻟﺘﺪﻗﻴﻖ وﻃﺮق اﻟﺘﻌﺎﻣﻞ ﻣﻊ ﺗﻮزﻳﻌﺎت ا¥رﺑﺎح واﻻﺣﺘﻴﺎﻃﻴﺎت ،وﻣﻦ اﻟﻤﻮﺿﻮﻋﺎت ا¥ﺧﺮى اﻟﻤﺴﺌﻮﻟﻴﺎت
اﻟﻤﺨﺘﻠﻔﺔ ﻟﻜﻞ ﻣﻦ اﻟﻌﺎﺋﻠﺔ وا¢دارة ﺑﺸﺄن ﺗﺪاول اﻟﺨﻼﻓﺔ ﺑﻤﺎ ﻳﻀﻤﻦ ﺗﻮﻓﻴﺮ ﻋﻼﻗﺎت ﻋﻤﻞ إﻳﺠﺎﺑﻴﺔ ﻣﻊ وﺑﻴﻦ
اﻟﺠﻴﻞ اﻟﻘﺎدم.

37٪
ٍ

19%
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:10

32%

"ﻳﺸﺘﺮك ﻧﺼﻒ ﻫﺬا اﻟﺠﻴﻞ ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻓﻲ اﻟﻌﻤﻞ ﺑﻴﻨﻤﺎ ﻟﻦ ﻳﺸﺘﺮك ﺳﻮى
 20٪ﻣﻦ اﻟﺠﻴﻞ اﻟﺘﺎﻟﻲ ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻫﺬا اﻟﻌﻤﻞ ،وﻟﺬﻟﻚ ﻳﺠﺐ أن ﺗﺘﻮاﻓﺮ
ﻟﺪﻳﻨﺎ ﻣﻌﺎﻳﻴﺮ واﺿﺤﺔ ﻻﺧﺘﻴﺎر أﻓﺮاد اﻟﻌﺎﺋﻠﺔ وأﻧﻈﻤﺔ ﺣﻮﻛﻤﺔ وﺷﻔﺎﻓﻴﺔ
ﺑﺸﻜﻞ ﻣﺒﺎﺷﺮ".
ﻣﻨﻀﺒﻄﺔ وﻣﺪروﺳﺔ ﺑﻌﻨﺎﻳﺔ ﻟﻐﻴﺮ اﻟﻤﺸﺎرﻛﻴﻦ ﻓﻲ اﻟﻌﻤﻞ
ٍ

37%

ﻳﻮﺟﺪ ﻟﺪي  19٪ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻣﻜﺘﺐ ﻟﻠﻌﺎﺋﻠﺔ واﻟﺬي ﻳﻘﻮم
ﺑﺘﻨﻈﻴﻢ ﺑﻌﺾ اﻟﺠﻮاﻧﺐ اﻟﻤﺤﺪدة ﻣﻦ أﻧﺸﻄﺔ اﻟﻌﺎﺋﻠﺔ ﻣﺜﻞ ﺗﺮﺗﻴﺒﺎت اﻟﺴﻔﺮ وإدارة اﻟﺜﺮوات وﺧﺪﻣﺎت
اﻻﺳﺘﻌﻼﻣﺎت .وﻗﺪ ﻳﻘﻮم ﻫﺬا اﻟﻤﻜﺘﺐ أﻳﻀ ﺑﺘﻮﻟﻲ ﻣﻮﺿﻮع اﻟﺘﺒﺮﻋﺎت اﻟﺨﻴﺮﻳﺔ ،وﻟﻜﻦ إذا ﻛﺎﻧﺖ ﺗﻠﻚ اﻟﺘﺒﺮﻋﺎت
ﻣﺒﺎﻟﻎ ﺿﺨﻤﺔ ﻓﻘﺪ ﻳﻜﻮن ﻣﻦ ا¥ﻓﻀﻞ إﻧﺸﺎء ﻣﺆﺳﺴﺔ ﺧﺎﺻﺔ وﻣﺴﺘﻘﻠﺔ ﻟﺘﻮﻟﻲ ﺷﺌﻮﻧﻬﺎ.

20

"ﺳﻮف ﺗﻘﻮم اﻟﻌﺎﺋﻠﺔ ﺑﺎﺗﺨﺎذ اﻟﻘﺮار ﻓﻲ اﻟﻨﻬﺎﻳﺔ وﻟﻜﻦ ﻻ ﻳﺠﺐ أن
ﻳﺘﻢ اﺗﺨﺎذ اﻟﻘﺮارات اﻟﻬﺎﻣﺔ ﺧﺎرج ﻣﺠﻠﺲ ادارة وﻟﻬﺬا ﻧﺤﺘﺎج
إﻟﻰ إﺿﺎﻓﺔ أﻋﻀﺎء ﻣﺴﺘﻘﻠﻴﻦ ﻟﺘﺤﻘﻴﻖ اﻟﻨﻈﺎم واﻟﻌﻤﻖ

71%

ﻟﺠﻨﺔ اﻟﺘﺪﻗﻴﻖ

اﻻﺳﺘﺮاﺗﻴﺠﻲ واﻟﻬﻴﻜﻠﻲ وﺑﺬﻟﻚ ﻻ ﻳﻤﻜﻨﻨﺎ ﺗﺨﻄﻲ ﻣﺠﻠﺲ
ادارة أو إﻟﻐﺎء اﺟﺘﻤﺎﻋﺎﺗﻪ ﻓﻲ آﺧﺮ وﻗﺖ".

"ﺗﻌﺪ ﻋﻤﻠﻴﺔ ﺗﺤﺪﻳﺪ واﺧﺘﻴﺎر اﻋﻀﺎء ﻏﻴﺮ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ
ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻋﻤﻠﻴﺔ ﻣﺤﻮرﻳﺔ ،ﻓﻴﺠﺐ أن ﺗﻜﻮن
ﻟﺪﻳﻬﻢ اﻟﺮﻏﺒﺔ ﻓﻲ ﺗﻜﺮﻳﺲ أوﻗﺎﺗﻬﻢ وأن ﻳﺤﻈﻮا
ﺑﺎﻟﺜﻘﺔ وأن ﻳﺼﺒﺤﻮا ﻋﻠﻰ دراﻳﺔ ﻛﺎﻣﻠﺔ ﺑﺎﻟﻌﻤﻞ .وﻻ
ﺗﻌﺪ اﻟﻤﻌﺮﻓﺔ ﺑﻤﺠﺎل اﻟﻌﻤﻞ اﻟﻤﻌﻴﺎر اوﺣﺪ ﻻﺧﺘﻴﺎر
اﻟﻌﻀﻮ ،ﻓﺎﻫﻢ ﻣﻦ ذﻟﻚ ﺗﻮاﻓﺮ اﻟﻤﻬﺎرات
اﻻﺳﺘﺮاﺗﻴﺠﻴﺔ واﻟﺨﺒﺮة ﻓﻲ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ
واﻟﻤﻬﺎرات اﻟﻘﺎﻧﻮﻧﻴﺔ واﻟﻤﺎﻟﻴﺔ".

"]إن اﻟﺘﺤﺪي ﻳﻜﻤﻦ ﻓﻲ[ اﻟﻘﺪرة ﻋﻠﻰ
اﻟﺘﻤﻴﻴﺰ ﺑﻴﻦ ادارة واﻟﻤﺎﻟﻚ وﻣﺠﻠﺲ
ادارة ،وﺗﻤﻬﻴﺪ اﻟﻄﺮﻳﻖ ﻟﻠﻤﺠﻠﺲ ﻛﻲ
ﻳﻜﻮن دوره ﻓﻌﺎ ً
ﻻ".

ﺣﺎﻟﻴ§ ﺗﺨﺘﻠﻒ اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ ﺑﻴﻦ ﻛﻞ ﺷﺮﻛﺔ وأﺧﺮى
وﻳﺘﻮﻗﻒ ذﻟﻚ ﻋﻠﻰ درﺟﺔ ﺗﺪﺧﻞ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﺷﺌﻮن
اﻟﻌﻤﻞ اﻟﻴﻮﻣﻴﺔ.

< ﻟﺠﺎن ﻣﺠﻠﺲ ا¬دارة
ﺗﻮﺟﺪ ﻟﺪي ﻧﺴﺒﺔ ﻛﺒﻴﺮة ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ
دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻟﺠﺎن ﺗﺎﺑﻌﺔ
ﻟﻤﺠﻠﺲ ادارة ،ﻋﻠﻰ اﻟﺮﻏﻢ ﻣﻦ أﻧﻬﺎ ﻟﻴﺴﺖ
ُﻣ ّ
ﺸﻜﻠﺔ ﺗﻤﺎﻣ ºﻣﻦ ﻗﺒﻞ ﻣﺠﻠﺲ ادارة ﻣﻘﺎرﻧﺔ
ﺑﻤﺜﻴﻼﺗﻬﺎ ﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻤﺪرﺟﺔ اﻟﺘﻘﻠﻴﺪﻳﺔ.
وﻣﻦ اﻟﻤﺜﻴﺮ أن ﻧﻌﺮف أن ﻧﺴﺒﺔ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ اﻟﺘﻲ ﻟﺪﻳﻬﺎ
ﻟﺠﺎﻧ ºﺗﻨﻔﻴﺬﻳﺔ ﻻ ﺗﺘﻌﺪى  ،46٪ﻏﻴﺮ أن اﻟﻠﺠﺎن اﻟﺘﺎﺑﻌﺔ
ﻟﻬﺬه اﻟﺸﺮﻛﺎت ﻛﺜﻴﺮ¼ ﻣﺎ ﺗﻠﻌﺐ دور¼ ﻓﺎﻋ ً
ﻼ ﻓﻲ إدارة
اﻟﻌﻤﻞ وﺗﺠﺘﻤﻊ ﺑﺼﻮرةٍ أﻛﺜﺮ اﻧﺘﻈﺎﻣ ºوﺗﻜﻮن أﻛﺜﺮ
اﻧﺪﻣﺎﺟ ºﻓﻲ اﻟﻌﻤﻞ ﻋﻦ ﺗﻠﻚ اﻟﻤﻮﺟﻮدة ﺑﺎﻟﺸﺮﻛﺎت
اﻟﻤﺪرﺟﺔ.

١٧

وﻫﻨﺎك ﻟﺠﺎن أﺧﺮى ﺷﺎﺋﻌﺔ ﻓﻲ ﻣﺠﺎﻟﺲ إدارات
اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ وﻣﻨﻬﺎ ﻟﺠﺎن اﻟﺘﺪﻗﻴﻖ ) (71٪وﻟﺠﺎن
اﻟﻤﻜﺎﻓﺂت ) (43٪رﻏﻢ أن ﺑﻌﻀﻬﺎ ﻟﻴﺴﺖ ﻣﻌﺒﺮة ﻋﻦ
ً
ﻣﺒﺎﺷﺮة
ﻣﺠﻠﺲ ادارة ﺑﺎﻟﻤﻌﻨﻰ اﻟﺤﺮﻓﻲ وﺗﺘﺒﻊ
اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي ﻟﻠﺸﺮﻛﺔ .وﻻ ﺗﻮﺟﺪ ﻟﺠﺎن ﻟﻠﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ ﺳﻮى ﻓﻲ  9٪ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ.
وﺗﺰداد ﻧﺴﺒﺔ اﻋﻀﺎء ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻟﺠﺎن
اﻟﺘﺪﻗﻴﻖ )ﺣﻮاﻟﻲ  (71٪ﻣﻘﺎرﻧﺔ ﺑﻐﻴﺮﻫﺎ ﻣﻦ اﻟﻠﺠﺎن
اﺧﺮى ،ﻛﻤﺎ أن ﻫﻨﺎك  55٪ﻣﻦ ﻟﺠﺎن اﻟﺘﺪﻗﻴﻖ
ﻳﺮأﺳﻬﺎ أﻋﻀﺎء ﻏﻴﺮ ﺗﻨﻔﻴﺬﻳﻴﻦ ﻣﻘﺎرﻧﺔ ﺑﻨﺴﺒﺔ  69٪ﻓﻲ
اﻟﻠﺠﺎن اﻟﺘﻨﻔﻴﺬﻳﺔ.

46%

اﻟﻠﺠﻨﺔ اﻟﺘﻨﻔﻴﺬﻳﺔ

ﻟﺠﻨﺔ اﻟﻤﻜﺎﻓﺂت/اﻟﺘﻌﻮﻳﻀﺎت

43%

9%

ﻟﺠﻨﺔ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ

9%

ﻟﺠﻨﺔ اﻟﺘﺮﺷﻴﺤﺎت

ﺷﻜﻞ  :7ﻧﺴﺒﺔ ﻟﺠﺎن ﻣﺠﻠﺲ ادارة ﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ

< ﺗﻘﻴﻴﻢ اداء
ﺗﻮﺣﻲ اﻟﻨﺘﺎﺋﺞ ﺑﺄن ﻫﻨﺎك ﻋﺪد ﻗﻠﻴﻞ ﻣﻦ اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻟﺪﻳﻬﺎ
آﻟﻴﺎت ﻟﺘﻘﻴﻴﻢ أداء ﻣﺠﻠﺲ ادارة ،وﻟﻢ ﻳﻘﻢ ﺳﻮى
 40٪ﻣﻤﻦ ﺗﻤﺖ ﻣﻘﺎﺑﻠﺘﻬﻢ ﺑﺎﺟﺎﺑﺔ ﻋﻠﻰ ﻫﺬا اﻟﺴﺆال
وﻻ ﺗﻮﺟﺪ ﻫﺬه ا¾ﻟﻴﺎت ﺳﻮى ﻟﺪي  11٪ﻣﻨﻬﻢ ﻣﻤﺎ
ﻳﻮﺣﻲ ﺑﺄن اﻟﻨﺴﺒﺔ اﻟﺤﻘﻴﻘﻴﺔ ¾ﻟﻴﺎت ﺗﻘﻴﻴﻢ ﻣﺠﻠﺲ
ادارة ﻗﺪ ﺗﺼﻞ إﻟﻰ .4٪

"ﻟﻢ ﻳﺘﻢ ﺣﺘﻰ ا¾ن ﺗﻄﺒﻴﻖ ﻧﻈﺎم ﻟﺘﻘﻴﻴﻢ
أداء ﻣﺠﻠﺲ ادارة ،وﻗﺪ ُﻃﺮﺣﺖ اﻟﻔﻜﺮة
وواﻓﻖ ﻋﻠﻴﻬﺎ اﻟﻤﺠﻠﺲ ﻣﻦ ﺣﻴﺚ اﻟﻤﺒﺪأ
وﺳﻮف ﻳﺘﻢ ﺗﻄﻮﻳﺮﻫﺎ وﺗﻄﺒﻴﻘﻬﺎ ﺧﻼل
اﻟﻌﺎم اﻟﻘﺎدم".

وﻗﺪ أﻓﺎد ﻋﺪد ﻣﻦ اﻟﺬﻳﻦ ﺗﻤﺖ ﻣﻘﺎﺑﻠﺘﻬﻢ أﻧﻬﻢ
ﻳﺒﺤﺜﻮن اﺗﺨﺎذ اﻟﺘﺪاﺑﻴﺮ اﻻزﻣﺔ ﻟﺘﻘﻴﻴﻢ أداء ﻣﺠﻠﺲ
ادارة وﺗﻄﺒﻴﻘﻬﺎ ﻓﻲ اﻟﻤﺴﺘﻘﺒﻞ ،واﻫﺘﻢ اﻟﻜﺜﻴﺮ
ﻣﻨﻬﻢ ﺑﻤﻌﺮﻓﺔ ﻛﻴﻔﻴﺔ ﺗﻨﻔﻴﺬ ذﻟﻚ وﻣﺪى ﻣﺴﺎﻫﻤﺔ
ﺑﺸﻜﻞ إﺟﻤﺎﻟﻲ.
ﻫﺬا اﻣﺮ ﻓﻲ ﺗﺤﺴﻴﻦ أداء اﻟﻌﻤﻞ
ٍ
وﻣﻊ ذﻟﻚ ،ﻫﻨﺎك اﻋﺘﺮاف ﻋﺎم ﺑﺄن ﻫﺬا اﻟﻤﻮﺿﻮع
ﻳﻌﺘﺒﺮ أﻣﺮ¼ ﺣﺴﺎﺳ ºﻣﻤﺎ ﻟﻪ ﻣﻦ ﺗﺄﺛﻴﺮ ﺳﻠﺒﻲ ﻣﺤﺘﻤﻞ
ﻋﻠﻰ ﻧﻈﺎم اﻟﻌﺎﺋﻠﺔ ،ﻓﻜﻤﺎ أﻓﺎد أﺣﺪ اﻓﺮاد "ﻟﻴﺲ
ﻫﻨﺎك أي ﻣﻐﺰى ﻣﻦ ﺗﻘﻴﻴﻢ ﻣﺠﻠﺲ ادارة ،ﻓﺈذا
ﻛﺎن ﺣﺪ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ  20٪ﻣﻦ أﺳﻬﻢ اﻟﺸﺮﻛﺔ
ﻓﺈﻧﻚ ﻻ ﺗﺴﺘﻄﻴﻊ إﺧﺮاﺟﻪ ﻣﻦ ﻣﺠﻠﺲ ادارة ﺣﺘﻰ
وإن ﻟﻢ ﻳﻜﻦ ﻫﻨﺎك ﻧﻔﻊ ﻣﻨﻪ ﻓﻲ اﻟﻤﺠﻠﺲ".
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ﺗﻤﻴﻞ ﻣﺠﺎﻟﺲ ادارات إﻟﻰ ﻋﻘﺪ اﺟﺘﻤﺎع واﺣﺪ ﻓﻲ رﺑﻊ اﻟﺴﻨﺔ ،وﺗﺴﺘﻐﺮق ﻣﻌﻈﻢ اﻻﺟﺘﻤﺎﻋﺎت ﻣﺎ ﺑﻴﻦ ﺳﺎﻋﺘﻴﻦ
إﻟﻰ ﺛﻼث ﺳﺎﻋﺎت ﺑﺎﻟﺮﻏﻢ ﻣﻦ أن ﻣﺘﻮﺳﻂ ﺗﻠﻚ ارﻗﺎم ﻳﺨﺘﻠﻒ ﺑﺪرﺟﺔ ﺑﺎﻟﻐﺔ ﻣﻦ ﺷﺮﻛﺔ إﻟﻰ أﺧﺮى.

5%
16%

85%

ﻣﺮة واﺣﺪة
ﻣﺮﺗﺎن

ﻣﺘﻮﺳﻂ ﻋﺪد اﻻﺟﺘﻤﺎﻋﺎت
اﻟﺴﻨﻮﻳﺔ 4.4

ﻓﻴﻤﺎ ﻳﺘﻌﻠﻖ ﺑﺎﻋﻀﺎء اﻟﺘﻨﻔﻴﺬﻳﻴﻦ ﻓﻲ ﻣﺠﻠﺲ ادارة ،وﺟﺪﻧﺎ أن اﻟﻌﻀﻮ اﻟﻤﻨﺘﺪب أو اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي ﻟﻤﺎ ﻧﺴﺒﺘﻪ
ﻼ ﻓﻲ ﻣﺠﻠﺲ ادارة ،ﺑﻴﻨﻤﺎ ﻛﺎن اﻟﻤﺪﻳﺮ اﻟﻤﺎﻟﻲ ﻣﻤﺜ ً
 85٪ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ اﻟﺘﻲ ﺷﻤﻠﻬﺎ اﻟﺒﺤﺚ ﻣﻤﺜ ً
ﻼ ﻓﻲ
ﻣﺠﻠﺲ ادارة ﻓﻲ  27٪ﻣﻦ اﻟﺸﺮﻛﺎت ،وﻛﺎﻧﺖ ﻧﺴﺒﺔ ﺗﻤﺜﻴﻞ اﻟﻤﻮارد اﻟﺒﺸﺮﻳﺔ ﻓﻲ  10٪ﻣﻦ اﻟﺸﺮﻛﺎت .وﺑﺨﺼﻮص
ﺟﺪول أﻋﻤﺎل اﻻﺟﺘﻤﺎﻋﺎت ،ﻛﺸﻒ اﻟﺒﺤﺚ أن رﺋﻴﺲ اﻟﻤﺠﻠﺲ ﻛﺎن اﻟﻤﺴﺆول ﻋﻦ وﺿﻊ ﺟﺪول اﻋﻤﺎل ﻓﻲ 49٪
ﻣﻦ اﻟﺤﺎﻻت ،ﺑﻴﻨﻤﺎ ﻓﻲ  31٪ﻛﺎن اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي أو اﻟﻌﻀﻮ اﻟﻤﻨﺘﺪب اﻟﻤﺴﺆول ﻋﻦ وﺿﻊ ﺟﺪول اﻋﻤﺎل .وﺑﻠﻎ
ﻣﺘﻮﺳﻂ ﻋﺪد اﻻﺟﺘﻤﺎﻋﺎت اﻟﺴﻨﻮﻳﺔ ﻧﺴﺒﺔ .4.4

8%

ﺛﻼث ﻣﺮات

27%

27%
10%

أرﺑﻊ ﻣﺮات

39%

آﺧﺮﻳﻦ

25%

أﻛﺜﺮ ﻣﻦ أرﺑﻊ ﻣﺮات
7%

ﻣﺪﻳﺮ اﻟﻤﻮارد
اﻟﺒﺸﺮﻳﺔ

رﺋﻴﺲ ﻗﻄﺎع اﻟﺸﺌﻮن
اﻟﻤﺎﻟﻴﺔ/اﻟﻤﺪﻳﺮ اﻟﻤﺎﻟﻲ

اﻟﻌﻀﻮ اﻟﻤﻨﺘﺪب/
اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي

ﺷﻜﻞ  :5أي ﻣﻦ اﻟﻤﺪﻳﺮﻳﻦ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ ﻳﺼﻠﺢ ﻟﻌﻀﻮﻳﺔ ﻣﺠﻠﺲ ادارة؟

ﻏﻴﺮ ﻣﺘﺄﻛﺪ

ﺣﺪ ﻛﺒﻴﺮ ﺑﻴﻦ ﻛﻞ ﺷﺮﻛﺔ ﻋﺎﺋﻠﻴﺔ وﻏﻴﺮﻫﺎ ،إذ أﻧﻨﺎ
ﻣﻦ اﻟﻮاﺿﺢ أن دور أﻣﻴﻦ ﺳﺮ ﻣﺠﻠﺲ ادارة ﻗﺪ ﻳﺨﺘﻠﻒ إﻟﻰ ٍ
وﺟﺪﻧﺎ أﻧﻪ ﻓﻲ  59٪ﻣﻦ اﻟﺸﺮﻛﺎت ﻳﻤﺎرس أﻣﻴﻦ اﻟﺴﺮ دور¼ إدارﻳ ºﻓﺤﺴﺐ ،ﺑﻴﻨﻤﺎ ﺗﺮى  41٪ﻣﻦ اﻟﺸﺮﻛﺎت أن أﻣﻴﻦ
ﺷﺨﺺ ﻳﺘﻤﺘﻊ ﺑﺨﻠﻔﻴﺔ
اﻟﺴﺮ ﻟﻪ دور اﺳﺘﺮاﺗﻴﺠﻲ ﻫﺎم .وﺗﺤﺮص اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت ﻋﻠﻰ ﻣﻨﺢ ﻫﺬا اﻟﺪور إﻟﻰ
ٍ
ﻗﺎﻧﻮﻧﻴﺔ أو إﻟﻰ ﻣﺴﺘﺸﺎ ٍر ﻗﺎﻧﻮﻧﻲ ،ﺑﻴﻨﻤﺎ ﻳﻌﻬﺪ ﺑﻌﻀﻬﺎ ا¾ﺧﺮ ﺑﺘﻠﻚ اﻟﻤﺴﺌﻮﻟﻴﺎت إﻟﻰ اﻟﻤﺪﻳﺮ اﻟﻤﺎﻟﻲ أو ﻣﺪﻳﺮ
ﺗﻄﻮﻳﺮ اﻋﻤﺎل أو ﺣﺘﻰ إﻟﻰ اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي أو ﻣﺴﺎﻋﺪ رﺋﻴﺲ ﻣﺠﻠﺲ ادارة .وﻟﻢ ﺗﻘﻢ ﺳﻮى ﺷﺮﻛﺔ واﺣﺪة
ﻣﻦ اﻟﻤﺸﺎرﻛﻴﻦ ﺑﺘﻌﻴﻴﻦ أﻣﻴﻦ ﺳﺮ ﻣﺘﻤﺮس ﻟﻠﻤﺠﻠﺲ.

ﺷﻜﻞ  :3ﻣﻌﺪل اﺟﺘﻤﺎﻋﺎت ﻣﺠﻠﺲ ادارة ﻓﻲ اﻟﺴﻨﺔ اﻟﻤﺎﻟﻴﺔ

30%
49%

21%
15%
8%

31%

13%
20%

8%

6%

6%
ﻏﻴﺮ ﻣﺘﺄﻛﺪ

10-5

4

14%

17%

6%

3
ﻏﻴﺮ ﻣﺘﺄﻛﺪ

ﺷﻜﻞ  :4ﻣﺘﻮﺳﻂ اﻟﻮﻗﺖ اﻟﺬي ﺗﺴﺘﻐﺮﻗﻪ اﺟﺘﻤﺎﻋﺎت ﻣﺠﻠﺲ ادارة

آﺧﺮﻳﻦ

رﺋﻴﺲ ﻗﻄﺎع اﻟﺸﺌﻮن
اﻟﻤﺎﻟﻴﺔ/اﻟﻤﺪﻳﺮ اﻟﻤﺎﻟﻲ

ﺳﻜﺮﺗﻴﺮ اﻟﻤﺠﻠﺲ

اﻟﻌﻀﻮ اﻟﻌﺎم
ﻟﻠﻤﺠﻠﺲ

اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي/
اﻟﻌﻀﻮ اﻟﻤﻨﺘﺪب

رﺋﻴﺲ اﻟﻤﺠﻠﺲ

ﺷﻜﻞ  :6ﻣﻦ اﻟﻤﺴﺌﻮل ﻋﻦ وﺿﻊ ﺟﺪول أﻋﻤﺎل ﻣﺠﻠﺲ ادارة؟
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ﻣﺠﻠﺲ ادارة

 90٪ﻧﺴﺒﺔ اﻓﺮاد ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻓﻲ
ﻣﺠﻠﺲ إدارة اﻟﻤﺠﻤﻮﻋﺔ

 55٪ﻧﺴﺒﺔ اﻓﺮاد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ
ﻓﻲ ﻣﺠﻠﺲ إدارة اﻟﻤﺠﻤﻮﻋﺔ

ﻣﺘﻮﺳﻂ ﻋﺪد أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ
ﻣﺠﻠﺲ ادارة4.3 :

ﻣﺘﻮﺳﻂ ﻋﺪد اﻓﺮاد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ
ﻓﻲ ﻣﺠﻠﺲ ادارة1.9 :

 32٪ﻧﺴﺒﺔ اﻋﻀﺎء اﻧﺎث ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة
 4٪ﻧﺴﺒﺔ اﻋﻀﺎء اﻧﺎث ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة

أﻛﺜﺮ ﻣﻦ اﻟﻨﺼﻒ ﺑﻘﻠﻴﻞ  54٪ﻧﺴﺒﺔ اﻋﻀﺎء ﻏﻴﺮ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ ﻣﻦ
اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة ،و 42٪ﻧﺴﺒﺔ اﻋﻀﺎء ﻏﻴﺮ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ ﻣﻦ
ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة

ﻳﻌﺘﺒﺮ ﻣﺠﻠﺲ ادارة اﻟﻔﻌﺎل ﻣﺘﻨﺎﻏﻢ اﻟﺘﺸﻜﻴﻞ
ﺟﻮﻫﺮ اﻟﺤﻮﻛﻤﺔ اﻟﺠﻴﺪة .ﺗﺘﻤﺘﻊ ﻣﻌﻈﻢ اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ اﻟﺘﻲ ﺗﻤﺖ ﻣﻘﺎﺑﻠﺘﻬﺎ ﺑﻤﺠﺎﻟﺲ إدارة ﺗﻀﻢ
أﻓﺮاد¼ ﻣﻦ داﺧﻞ اﻟﻌﺎﺋﻠﺔ وﻣﻦ ﺧﺎرﺟﻬﺎ .وﻣﻦ
ﺑﻨﺎء
اﻟﻀﺮوري ﻟﻠﻐﺎﻳﺔ أن ﻳُﻌﻴّﻦ أﻋﻀﺎء ﻣﺠﻠﺲ ادارة ً
ﺑﻨﺎء
ﻋﻠﻰ اﻟﺠﺪارة وﺑﻌﺾ اﻟﻤﻬﺎرات اﻟﻤﻌﻴﻨﺔ وﻟﻴﺲ ً
ﻋﻠﻰ اﻟﻌﻮاﻃﻒ أو اﻟﺘﺴﻠﺴﻞ اﻟﻌﺎﺋﻠﻲ .وﺗﻘﻮم ا¾ن
ﺑﻌﺾ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ اﻟﻜﺒﺮى ﺑﺘﺸﻜﻴﻞ ﻣﺠﻠﺲ
إدارة ﻣﻦ ﻣﺴﺘﻮﻳﻴﻦ ﻣﺨﺘﻠﻔﻴﻦ ،أﺣﺪﻫﻤﺎ ﻳﻜﻮن
ﻣﺠﻠﺴ ºﺗﻨﻔﻴﺬﻳ ºﻳﺘﺒﻊ ﻣﺒﺎﺷﺮة ﻣﺠﻠﺴ ºآﺧﺮ ﻫﻮ
اﻟﻤﺠﻠﺲ اﺷﺮاﻓﻲ ،ﻏﻴﺮ أن ﻫﺬا اﻟﻨﻤﻂ ﻟﻢ ﻳﺼﺒﺢ
ﺷﺎﺋﻌ ºﺑﻌﺪ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ.
ﺗﺤﺮص اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ ﺟﻤﻴﻊ
أﻧﺤﺎء اﻟﻌﺎﻟﻢ ﻋﻠﻰ ﺗﻌﻴﻴﻦ أﻋﻀﺎء ﺧﺎرﺟﻴﻴﻦ
ﻣﺴﺘﻘﻠﻴﻦ وﻏﻴﺮ ﺗﻨﻔﻴﺬﻳﻴﻦ ﻓﻲ ﻣﺠﻠﺲ ادارة ﺳﻌﻴº
ﻣﻨﻬﺎ ﻟﻠﺤﺼﻮل ﻋﻠﻰ ﺧﺒﺮات اﻟﻌﻤﻞ اﻟﻼزﻣﺔ وﺿﻤﺎن
اﻟﻤﻮﺿﻮﻋﻴﺔ ﻓﻲ اﺗﺨﺎذ اﻟﻘﺮارات واﻟﺘﺤﺮر اﻟﻜﺎﻣﻞ ﻣﻦ
ﺳﻴﻄﺮة اﻟﻌﻮاﻃﻒ اﻟﻌﺎﺋﻠﻴﺔ ﻋﻠﻰ ﺷﺌﻮن اﻟﻌﻤﻞ.
ﻓﻤﻦ اﻫﻤﻴﺔ ﺑﻤﻜﺎن اﺧﺘﻴﺎر اﻟﻤﺮﺷﺤﻴﻦ اﻟﺬﻳﻦ
ﻳﺘﻤﺘﻌﻮن ﺑﻤﺠﻤﻮﻋﺔ اﻟﻤﻬﺎرات واﻟﺨﺒﺮات اﻟﻤﻄﻠﻮﺑﺔ
ﻓﻲ ﻣﺠﺎل اﻟﻌﻤﻞ ،وإذا ﻣﺎ ﺗﺤﻘﻖ ذﻟﻚ ﻓﻤﻦ
اﻟﻤﻤﻜﻦ أن ﻧﺠﺪ ﻣﺠﻠﺴ ºﻓﻌﺎ ً
ﻻ وﻣﺘﻨﺎﻏﻤ ºﻳﺠﻨﺐ
اﻟﺸﺮﻛﺔ ارﺗﻔﺎع اﻟﺘﻜﺎﻟﻴﻒ اﻟﻤﺘﻜﺒﺪة ﻋﻠﻰ ﺗﻄﻮﻳﺮ
اﺳﺘﺮاﺗﻴﺠﻴﺎت اﻟﻌﻤﻞ إﻟﻰ أﻗﺼﻰ درﺟﺔ ﻣﻤﻜﻨﺔ.
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وﻛﺬﻟﻚ إذا ﻣﺎ اﺷﺘﻤﻞ ﻣﺠﻠﺲ ادارة ﻋﻠﻰ أﻋﻀﺎءٍ
ﺗﻨﻔﻴﺬﻳﻴﻦ أو ﻏﻴﺮ ﺗﻨﻔﻴﺬﻳﻴﻦ ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ،ﻓﺈن
دﻳﻨﺎﻣﻴﻜﻴﺎت اﻟﻤﺠﻠﺲ ﻓﻲ ﺳﺒﻴﻠﻬﺎ إﻟﻰ اﻟﺘﻐﻴﻴﺮ ﻻ
ﻣﺤﺎﻟﺔ وداﺋﻤ ºﻣﺎ ﻳﻜﻮن ﻫﺬا اﻟﺘﻐﻴﻴﺮ إﻟﻰ اﻓﻀﻞ.
ﻓﺘﺘﺨﺬ اﻻﺟﺘﻤﺎﻋﺎت اﻟﻄﺎﺑﻊ اﻟﺮﺳﻤﻲ وﺗﻘﻞ ﻧﺴﺒﺔ
إﻟﻐﺎﺋﻬﺎ ﺑﺴﺒﺐ ﺿﻴﻖ اﻟﻮﻗﺖ وﻳﻜﻮن ﻟﻬﺎ ﺟﺪول
وﻳﻨﺼﺐ ﺟﻞ ﺗﺮﻛﻴﺰﻫﺎ ﻋﻠﻰ اﻟﻤﺪاوﻻت
أﻋﻤﺎل ﻣﻨﺎﺳﺐ
ّ
واﺗﺨﺎذ اﻟﻘﺮارات.
وﻗﺪ أوﺿﺤﺖ اﻟﻨﺘﺎﺋﺞ أن  55٪ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ اﻟﺘﻲ ﺷﻤﻠﻬﺎ
اﻟﺒﺤﺚ ﻟﺪﻳﻬﺎ ﻣﺠﺎﻟﺲ إدارات ﻻ ﺗﻀﻢ ﻓﻲ ﻋﻀﻮﻳﺘﻬﺎ
أﻓﺮاد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ،وﻛﺎﻧﺖ ﻧﺴﺒﺔ اﻋﻀﺎء اﻧﺎث
ﻣﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة  ،32٪وأﻛﺜﺮ ﻣﻦ
اﻟﻨﺼﻒ ﺑﻘﻠﻴﻞ ) (54٪ﻟﺪﻳﻬﺎ أﻋﻀﺎء ﻏﻴﺮ ﺗﻨﻔﻴﺬﻳﻴﻦ ﻣﻦ
أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة ،و 42٪ﻟﺪﻳﻬﺎ أﻋﻀﺎء
ﻏﻴﺮ ﺗﻨﻔﻴﺬﻳﻴﻦ ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ،و 51٪ﻟﺪﻳﻬﺎ رﺋﻴﺲ
ﻣﺠﻠﺲ إدارة ﻏﻴﺮ ﺗﻨﻔﻴﺬي ،و 15٪ﻟﺪﻳﻬﺎ ﺣﻤﻠﺔ أﺳﻬﻢ
ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ،و 12٪ﻳﻔﻜﺮون ﻓﻲ ﻃﺮح أﺳﻬﻢ
ﻋﻠﻰ اﻓﺮاد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﺧﻼل اﻟﺴﻨﻮات
اﻟﺨﻤﺲ اﻟﻘﺎدﻣﺔ .ﻛﻤﺎ ﺑﻴﻨﺖ اﻟﻨﺘﺎﺋﺞ أن  85٪ﻣﻦ
اﻟﺸﺮﻛﺎت ﻟﺪﻳﻬﺎ أﻓﺮاد ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻳﺸﻐﻠﻮن ﻣﻨﺎﺻﺐ
ﻛﺒﺎر اﻟﻤﺪﻳﺮﻳﻦ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ .وﻻ ﺗﻮﺟﺪ ﻓﺘﺮة ﻣﺤﺪدة
ﻟﺘﻮﻟﻲ ﻣﻨﺼﺐ ﻋﻀﻮ ﻣﺠﻠﺲ ادارة ﻓﻲ ﻣﻌﻈﻢ
دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ،وإذا ُﺣﺪدت ﻫﺬه
اﻟﻔﺘﺮة ﻓﺈﻧﻬﺎ ﺗﺘﺮاوح ﺑﻴﻦ ﺛﻼث إﻟﻰ ﺧﻤﺲ ﺳﻨﻮات.

 54٪ﻧﺴﺒﺔ أﻋﻀﺎء ﻣﺠﻠﺲ ادارة ﻣﻦ ﻏﻴﺮ ﻣﻮاﻃﻨﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ

ﺷﻜﻞ  :1ﻋﻀﻮﻳﺔ ﻣﺠﻠﺲ ادارة

4%

15%

 ٣ﺳﻨﻮات

16%

 ٤ﺳﻨﻮات

7%

2%

56%

اﻗﻞ ﻣﻦ  ٣ﺳﻨﻮات

 ٥ﺳﻨﻮات

اﻛﺜﺮ ﻣﻦ  ٥ﺳﻨﻮات

ﻓﺘﺮة ﻏﻴﺮ ﻣﺤﺪدة

ﺷﻜﻞ  :2ﻓﺘﺮة ﺗﻮﻟﻲ ﻣﻨﺼﺐ ﻋﻀﻮ ﻣﺠﻠﺲ ادارة
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< إﺿﻔﺎء اﻟﻄﺎﺑﻊ اﻟﺮﺳﻤﻲ ﻋﻠﻰ اﻧﻈﻤﺔ
واﻟﻘﻮاﻋﺪ واﻟﻌﻤﻠﻴﺎت
إن إرﺳﺎء ﻣﻮاﺛﻴﻖ ﻣﻜﺘﻮﺑﺔ ورﺳﻤﻴﺔ ﻟﻠﺤﻮﻛﻤﺔ ﻣﻦ
ﺷﺄﻧﻪ أن ﻳﺴﺎﻋﺪ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻋﻠﻰ اﻟﺘﻮﺻﻞ
إﻟﻰ ﻧﻈﺎم ﻣﺆﺳﺴﻲ أﻛﺜﺮ ﻓﺎﻋﻠﻴﺔ واﻧﺴﻴﺎﺑﻴﺔ .وﻻ
ﺗﺤﺘﺎج اﻟﺸﺮﻛﺎت اﺻﻐﺮ ﺣﺠﻤ ºإﻟﻰ ﺗﺒﻨﻲ ﺟﻤﻴﻊ
اﻟﺘﺪاﺑﻴﺮ اﻟﺘﻲ ﺗﻨﺺ ﻋﻠﻴﻬﺎ أﻓﻀﻞ اﻟﻤﻤﺎرﺳﺎت اﻟﺪوﻟﻴﺔ،
وﻟﻜﻦ إﺣﺮاز ﺑﻌﺾ اﻟﺘﻘﺪم ﻧﺤﻮ اﻟﺘﻮﺻﻞ إﻟﻰ
إرﺷﺎدات ﻣﻮﺛﻘﺔ ﻣﻦ ﺷﺄﻧﻪ أن ﻳﺤﻘﻖ ﺗﻐﻴﻴﺮ¼ إﻳﺠﺎﺑﻴº
ﻣﻠﻤﻮﺳ ºوﺧﺎﺻﺔ ﻓﻴﻤﺎ ﻳﺘﻌﻠﻖ ﺑﺎدوار واﻟﻤﺴﺌﻮﻟﻴﺎت.
وﺗﺰداد أﻫﻤﻴﺔ ﻫﺬا اﻣﺮ ﺑﺼﻔﺔ ﺧﺎﺻﺔ ﻓﻲ اﻟﺠﻴﻞ
اﻟﺜﺎﻧﻲ أو اﻟﺜﺎﻟﺚ ﻟﻠﺸﺮﻛﺔ ﻣﻦ ﻣﻨﻄﻠﻖ أن اﻟﻤﻬﺎرات
اﻟﻤﻄﻠﻮﺑﺔ دارة ﻋﻤﻞ ﻗﺎﺋﻢ ﺑﺎﻟﻔﻌﻞ ﺗﺨﺘﻠﻒ ﻋﻦ
ﺗﻠﻚ اﻟﻤﻬﺎرات اﻟﻤﻄﻠﻮﺑﺔ ﻛﻲ ﻳﻜﻮن ﺗﺄﺳﻴﺲ ﻫﺬا
اﻟﻌﻤﻞ ﻧﺎﺟﺤ ºﻣﻨﺬ اﻟﺒﺪاﻳﺔ.

وﻳﻤﻜﻦ أن ﻳﺆدي ﻋﺪم وﺿﻮح ادوار واﻟﻤﺴﺌﻮﻟﻴﺎت
أﻳﻀ ºإﻟﻰ إﻋﺎﻗﺔ ﺻﺪور اﻟﻘﺮارات ﺑﺘﻌﻴﻴﻦ ﻛﺒﺎر اﻟﻤﺪﻳﺮﻳﻦ
دارة اﻟﻌﻤﻞ واﻟﺬي ﻳﻌﺪ ﺑﺎﻟﻔﻌﻞ ﻣﻮﺿﻮﻋ ºﺻﻌﺒº
ﺑﺎﻟﻨﺴﺒﺔ ﻟﻤﻌﻈﻢ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ،ﻓﻜﻤﺎ ﻃﺮﺣﻨﺎ
ﻣﻦ ﻗﺒﻞ ﺗﺠﺪ ﺷﺮﻛﺎت دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ
أﻧﻪ ﻣﻦ اﻟﺼﻌﻮﺑﺔ ﺑﻤﻜﺎن اﺗﺨﺎذ اﻟﻘﺮار ﺑﺘﻮﻇﻴﻒ
أﺷﺨﺎص ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻓﻲ ﻣﺠﻠﺲ ادارة ﺑﺴﺒﺐ
اﻻﻋﺘﺒﺎرات اﻟﺜﻘﺎﻓﻴﺔ واﻻﺟﺘﻤﺎﻋﻴﺔ .وﺗﺮى اﻟﻌﺪﻳﺪ ﻣﻦ
اﻟﺸﺮﻛﺎت أﻧﻪ ﻣﻦ اﻳﺴﺮ ﺗﻌﻴﻴﻦ ﻣﺪﻳﺮ ﺗﻨﻔﻴﺬي ﻟﻼﺿﻼع
ﺑﺪور ﺗﺸﻐﻴﻠﻲ ﺑﺤﺖ وﻳﺴﻤﺢ ﻟﻬﻢ ﺑﺈدارة اﻟﻠﺠﻨﺔ
اﻟﺘﻨﻔﻴﺬﻳﺔ وﻟﻜﻨﻬﻢ ﻳﻘﺎوﻣﻮن ﺑﺸﺪة ﻣﻨﺢ ﻫﺬا
اﻟﺸﺨﺺ ﻋﻀﻮﻳﺔ ﻣﺠﻠﺲ ادارة ﻣﻤﺎ ﻗﺪ ﻳﺘﺴﺒﺐ ﻓﻲ
ﺑﻌﺾ اﻟﻌﺮاﻗﻴﻞ اﻟﻌﻤﻠﻴﺔ ﻋﻨﺪ اﺗﺨﺎذ اﻟﻘﺮارات.

وﻫﻨﺎ ﻳﻤﻜﻦ اﻻﺳﺘﻔﺎدة ﻣﻦ إﻃﺎر اﻟﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ اﻟﺬي ﻳﻤﻜﻦ ﻣﻦ ﺧﻼﻟﻪ ﺗﻌﻴﻴﻦ ﻣﺪﻳﺮ
ﺗﻨﻔﻴﺬي ﺧﺎرﺟﻲ ﺑﻜﻞ ﻳﺴﺮ ﻓﻲ ﻣﺠﻠﺲ ادارة ﺑﻤﺎ
ﻳﻀﻤﻦ وﺿﻮح ادوار واﻟﻤﺴﺌﻮﻟﻴﺎت واﻟﻔﻬﻢ
اﻟﻤﺸﺘﺮك ﻟﻠﻔﺮوق ﺑﻴﻦ وﻇﻴﻔﺔ اﻟﻤﺪﻳﺮ اﻟﺘﻨﻔﻴﺬي
وﺣﻘﻮق ﺣﻤﻠﺔ اﺳﻬﻢ ﻣﻦ اﻟﻌﺎﺋﻠﺔ.

إن ﺗﻄﺒﻴﻖ ﻗﻮاﻋﺪ اﻟﺤﻮﻛﻤﺔ اﻟﺘﻲ ﺗﺘﻤﻴﺰ ﺑﻘﺪ ٍر ﻛﺒﻴ ٍﺮ
ﻣﻦ اﻟﻔﻌﺎﻟﻴﺔ ﺳﻮف ﺗﺆدي إﻟﻰ اﻻرﺗﻘﺎء ﺑﻤﻌﺎﻳﻴﺮ
ادارة واﻟﻔﻬﻢ اﻣﺜﻞ ﻟﻠﻤﺨﺎﻃﺮ ووﺿﻊ آﻟﻴﺎت رﻗﺎﺑﻴﺔ
أﻛﺜﺮ ﻛﻔﺎءة واﺗﺨﺎذ ﻗﺮارات ﻣﺴﺘﻨﻴﺮة ،ﻛﻤﺎ
ﺣﺪ ﺑﻌﻴﺪ ﻓﻲ اﺳﺘﻘﻄﺎب اﻟﻤﻮاﻫﺐ
ﺳﺘﺴﺎﻫﻢ إﻟﻰ ٍ
ﻣﻦ ذوي اﻟﻤﻬﺎرات اﻟﻤﺘﻤﻴﺰة واﻻﺣﺘﻔﺎظ ﺑﻬﻢ.

"]اﻟﻤﻮﺿﻮع ﻫﻮ[ ﺣﺎﺟﺔ
اﻟﻤﺘﺨﺼﺼﻴﻦ اﻟﺬﻳﻦ ﻳﺘﻢ
ﺗﻌﻴﻨﻬﻢ ﻓﻲ اﻟﺸﺮﻛﺔ إﻟﻰ

"] اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﺗﻌﻨﻲ[

وأﻓﺮاد اﻟﻌﺎﺋﻠﺔ اﺻﻐﺮ ﺳﻨ ،ºوﻟﺬﻟﻚ ﻓﺈن إﺿﻔﺎء اﻟﻄﺎﺑﻊ اﻟﺮﺳﻤﻲ

اﻻﺳﺘﻘﺮار ،ﻓﻘﺪ ﺗﺼﺒﺢ ﻋﻤﻠﻴﺔ

اﻟﺮﻗﺎﺑﺔ اﻟﻔﻌﺎﻟﺔ ﻋﻠﻰ اﻟﻌﻤﻠﻴﺎت

ﻋﻠﻰ اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ واﻟﻘﻮاﻋﺪ ﻳﺴﺎﻋﺪ ﻋﻠﻰ ﺗﻮﺛﻴﻖ اﻟﻘﻴﻢ

اﺗﺨﺎذ اﻟﻘﺮار ﺻﻌﺒﺔ ﺑﺴﺒﺐ

اﻟﻤﺜﻠﻰ ﻟﻠﻤﺨﺎﻃﺮ".
وادارة ُ

"ﻫﻨﺎك ﺗﻐﻴﺮات ﻓﻲ اﺗﺠﺎﻫﺎت اﻟﺘﻔﻜﻴﺮ ﺑﻴﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ اﻟﻜﺒﺎر

واﻧﻈﻤﺔ واﻟﺤﻔﺎظ ﻋﻠﻰ اﻟﺮواﺑﻂ اﻟﻮﺛﻴﻘﺔ ﺑﻴﻦ اﺟﻴﺎل".

ﻓﻌﻠﻰ ﺳﺒﻴﻞ اﻟﻤﺜﺎل ﺗﻮﺻﻠﺖ ﺷﺮﻛﺔ ﺑﺮاﻳﺲ
وﺗﺮﻫﺎوس ﻛﻮﺑﺮز  PwCﻣﻦ ﺧﻼل ﺧﺒﺮﺗﻬﺎ ﻓﻲ
اﻟﻌﻤﻞ ﻣﻊ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ ﻣﺨﺘﻠﻒ أﻧﺤﺎء
اﻟﻌﺎﻟﻢ إﻟﻰ أﻧﻪ ﻗﺪ ﻳﻘﻮم ﻛﺒﺎر أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ
اﻟﻌﺪﻳﺪ ﻣﻦ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﺑﺄداء أدوار ﻻ ﺗﺘﻔﻖ ﻣﻊ
اﻟﻤﻨﺎﺻﺐ اﻟﺘﻲ ﻳﺘﻮﻟﻮﻧﻬﺎ ﻣﻤﺎ ﻗﺪ ﻳﺆدي إﻟﻰ ﺗﺨﺒﻂ
ﺑﺸﺄن اﻟﻤﺴﺌﻮﻟﻴﺎت داﺧﻞ ﻫﺬه اﻟﺸﺮﻛﺎت وﺳﻮء
اﺧﺘﻴﺎر اﻟﻤﻮﻇﻔﻴﻦ.

١١

"اﻟﺸﺎﻏﻞ اﻟﺮﺋﻴﺴﻲ ﻫﻮ
ﺗﺤﺪﻳﺪ ادوار
واﻟﻤﺴﺌﻮﻟﻴﺎت ﻟﻠﺠﻴﻞ
اﻟﺘﺎﻟﻲ"

ﺗﺪﺧﻞ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ".

" ﺗﻌﻴﻴﻦ ﻓﺮد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ
ﻟﻪ ﺗﺄﺛﻴﺮه ﻋﻠﻰ دﻳﻨﺎﻣﻴﻜﻴﺎت
اﻟﻤﺠﻠﺲ"
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< ا¬دارة واﻟﺴﻴﻄﺮة
أﺣﺪ اﻣﻮر اﻟﺘﻲ ﻗﺪ ﺗﻌﺰف ﺑﺴﺒﺒﻬﺎ ﺑﻌﺾ اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻋﻦ
ﻓﺮض اﻟﻤﺰﻳﺪ ﻣﻦ ﻗﻮاﻋﺪ اﻟﺤﻮﻛﻤﺔ اﻟﺸﺎﻣﻠﺔ ﻫﻮ أن
ﺗﺸﻌﺮ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﺑﺄن اﻟﺤﻮﻛﻤﺔ ﺗﺸﻜﻞ ﺗﻬﺪﻳﺪ¼
ﻟﺴﻴﻄﺮﺗﻬﺎ ﻋﻠﻰ ﻣﻤﺘﻠﻜﺎﺗﻬﺎ .وﻫﺬه اﻟﻨﻈﺮة ﺷﺎﺋﻌﺔ
ﻋﻠﻰ وﺟﻪ اﻟﺨﺼﻮص ﺑﻴﻦ ﻣﺆﺳﺴﻲ اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ﻣﻦ اﻟﺮﻋﻴﻞ اول اﻟﺬﻳﻦ ﻳﻤﻴﻠﻮن ﻛﺜﻴﺮ¼ إﻟﻰ
ﻧﻈﺎم إدارة ﻗﻮي وﻻ ﻳﺮﻏﺒﻮن ﻓﻲ ﺗﻐﻴﻴﺮ ﻫﺬا اﻟﻨﻤﻂ
ﺑﺤﻴﺚ ﻳﺘﻼءم ﻣﻊ إﻃﺎر ﻣﻔﺮوض ﻋﻠﻴﻬﻢ ﻣﻦ اﻟﺨﺎرج.
وﺣﺘﻰ ﺑﻌﺪ أن ﻳﺘﻘﺎﻋﺪ ﻣﺆﺳﺴﻮ ﻫﺬه اﻟﺸﺮﻛﺎت
رﺳﻤﻴ ºﻓﺈن ﻋﺪد¼ ﻛﺒﻴﺮ¼ ﻣﻨﻬﻢ ﻳﺸﻌﺮون ﺑﻌﺎﻃﻔﺔ
ﻗﻮﻳﺔ ﺗﺠﺎه ﺗﻤﻠﻚ اﻟﺸﺮﻛﺔ وﻳﺴﺘﻤﺮون ﻓﻲ ﺗﻮﻟﻲ دور
ﺻﻨﻊ
ﻧﺸﻂ -وإن ﻛﺎن ﻏﻴﺮ رﺳﻤﻲ -ﻓﻲ ﻋﻤﻠﻴﺔ ُ
اﻟﻘﺮار ﺑﺼﻮرة ﻳﻮﻣﻴﺔ .وﻗﺪ ﻳﻜﻮن ذﻟﻚ ﻣﻔﻴﺪ¼ ،وﻟﻜﻦ
ﻗﺪ ﻳﻨﺘﺞ ﻋﻨﻪ أﻳﻀ ºﺑﻌﺾ اﻟﺘﻮﺗﺮ إذا ﻣﺎ ﺗﺴﺮّ ب إﻟﻰ
اﻟﻘﺎﺋﻤﻴﻦ اﻟﻔﻌﻠﻴﻴﻦ ﻋﻠﻰ اﻟﺸﺮﻛﺔ اﻟﻤﺨﻮل إﻟﻴﻬﻢ
ﺳﻠﺒﺖ
اﺗﺨﺎذ اﻟﻘﺮارات ﺷﻌﻮر ﺑﺄن ﺻﻼﺣﻴﺎﺗﻬﻢ ﻗﺪ ُ
ﻣﻨﻬﻢ أو أﻧﻬﻢ ﻻ ﻳﺘﻤﺘﻌﻮن ﺑﺎﻻﺳﺘﻘﻼﻟﻴﺔ اﻟﻤﻄﻠﻮﺑﺔ.

"اﻻﺳﺘﺤﻘﺎق ﻫﻮ
ﻣﺎ ﻳﺸﻌﺮ ﺑﻪ
اﻟﻤﺎﻟﻚ".
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وﻋﻠﻰ اﻟﻨﻘﻴﺾ ،ﻓﺈن اﻟﺸﺮﻛﺎت ﻓﻲ اﻟﺠﻴﻞ اﻟﺜﺎﻧﻲ أو
ﺑﺸﻜﻞ أﻛﺜﺮ ﻓﺎﻋﻠﻴﺔ ﻓﻲ ﺗﻘﻨﻴﻦ
اﻟﺜﺎﻟﺚ ﺗﻤﻴﻞ ﻟﻠﺘﻔﻜﻴﺮ
ٍ
ﻗﻮاﻋﺪ اﻟﺤﻮﻛﻤﺔ دراﻛﻬﻢ أﻧﻬﺎ ﺗﺮﺳﺦ اﻻﺗﺠﺎه
اﻟﻤﻬﻨﻲ ﻟåدارة وﺗﺴﺎﻋﺪ ﻋﻠﻰ اﻟﺤﺪ ﻣﻦ اﻟﺼﺮاﻋﺎت
وﺧﺎﺻﺔ ﻋﻨﺪﻣﺎ ﻳﻜﻮن ﻫﻨﺎك ﻋﺪد ﻛﺒﻴﺮ ﻣﻦ ﺣﻤﻠﺔ
اﺳﻬﻢ ﻣﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ.

"ﻋﻠﻴﻨﺎ أن ﻧﻨﺘﻘﻞ ﻣﻦ اﻟﺘﻘﺎﻟﻴﺪ
اﻟﺸﻔﻮﻳﺔ إﻟﻰ اﻟﺘﻘﺎﻟﻴﺪ اﻟﺘﻲ
ﺗﺪون ﺑﻬﺎ اﻟﻘﻮاﻋﺪ
وارﺷﺎدات ﻛﺘﺎﺑﺔ ﺑﺤﻴﺚ
ﻳﻤﻜﻨﻨﺎ اﻟﺮﺟﻮع إﻟﻴﻬﺎ".

"ﻣﻦ اﻟﺴﻬﻞ أن
ﻳﺘﻔﻖ اﺧﻮة
وﻳﺼﻌﺐ اﻣﺮ ﻗﻠﻴ ً
ﻼ
ﻋﻠﻰ أﺑﻨﺎء اﻟﻌﻤﻮﻣﺔ
وﻳﺼﺒﺢ ذﻟﻚ ﻣﻦ
اﻟﺼﻌﻮﺑﺔ ﺑﻤﻜﺎن
ﻋﻠﻰ اﻗﺎرب ﻣﻦ
اﻟﺪرﺟﺔ اﻟﺜﺎﻧﻴﺔ".

< اﻟﻔﺼﻞ ﺑﻴﻦ ﺷﺌﻮن "اﻟﻌﺎﺋﻠﺔ" وﺷﺌﻮن
"اﻟﻌﻤﻞ"
ﺗﻌﺪ اﻟﺨﻼﻓﺔ ﺳﺒﺒ ºﻫﺎﻣ ºـ إن ﻟﻢ ﺗﻜﻦ أﻫﻢ ﺳﺒﺐ
ﻋﻠﻰ اﻃﻼق ـ ﻓﻲ اﻟﺼﺮاﻋﺎت داﺧﻞ اﻟﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ،وﻟﻜﻦ اﻟﻨﺰاع ﻗﺪ ﻳﻨﺸﺄ ﻣﻦ أﺳﺒﺎب أﺧﺮى
أﻳﻀ ºﻣﻨﻬﺎ ﻓﻘﺪان اﻟﺘﻮاﺻﻞ اﻟﻔﻌﺎل اﻟﺬي ﻛﺜﻴﺮ¼ ﻣﺎ
ﻳﻜﻮن اﺻﻞ ﻟﻬﺬه اﻟﻨﺰاﻋﺎت .ﻓﺪاﺋﻤ ºﻣﺎ ﻳﻜﻮن ﻟﺪي
أﻓﺮاد اﻟﻌﺎﺋﻠﺔ آراء ﻗﻮﻳﺔ ﺑﺸﺄن اﺳﺘﺮاﺗﻴﺠﻴﺔ اﻟﻌﻤﻞ
وادارة ﺣﺘﻰ وإن ﻟﻢ ﻳﻜﻮﻧﻮا ﻣﺸﺘﺮﻛﻴﻦ ﻓﻲ
اﻟﻌﻤﻠﻴﺎت اﻟﻴﻮﻣﻴﺔ ﻟﻠﺸﺮﻛﺔ .وﻳﺆدي ﻓﻘﺪان اﻟﺘﻮاﺻﻞ
ـ ﺳﻮاء ﻛﺎن واﻗﻌﻴ ºأو ﻣﺤﺴﻮﺳ ºـ إﻟﻰ ﺷﻌﻮر ﺑﻌﺾ
أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﺑﺎﻗﺼﺎء ﻣﻤﺎ ﻳﺆدي إﻟﻰ ﻧﺰاﻋﺎت ﻻ
ﻃﺎﺋﻞ ﻣﻦ وراﺋﻬﺎ .وﻟﺬﻟﻚ ﻣﻦ اﻟﻀﺮوري اﻟﺤﺮص ﻋﻠﻰ
ﺗﻘﺪﻳﻢ ﻣﻌﻠﻮﻣﺎت واﺿﺤﺔ ﻟﺠﻤﻴﻊ ﺣﻤﻠﺔ اﺳﻬﻢ
وأﻳﻀ ºاﻟﺤﺮص ﻋﻠﻰ وﺟﻮد آﻟﻴﺎت ﺗﻀﻤﻦ ﻋﺪم اﻟﺨﻠﻂ
ﺑﻴﻦ اﻟﻤﻮﺿﻮﻋﺎت اﻟﺘﻲ ﺗﺨﺺ اﻟﻌﺎﺋﻠﺔ واﻟﻤﻮﺿﻮﻋﺎت
اﻟﺘﻲ ﺗﺨﺺ اﻟﻌﻤﻞ.
ﻳﺤﺘﻞ ﻫﺬا اﻟﻤﻮﺿﻮع أﻫﻤﻴﺔ ﺧﺎﺻﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ وﺗﻮﺣﻲ اﻟﻨﺘﺎﺋﺞ ﺑﺄن
اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت ﻓﻲ اﻟﻤﻨﻄﻘﺔ ﻻ ﺗﺰال ﺗﺸﻬﺪ
ﺗﺪاﺧ ً
ﻼ ﺷﺪﻳﺪ¼ ﺑﻴﻦ ﺷﺌﻮن "اﻟﻌﺎﺋﻠﺔ" وﺷﺌﻮن "اﻟﻌﻤﻞ"
ﻣﻘﺎرﻧﺔ ﺑﻤﺜﻴﻼﺗﻬﺎ ﻓﻲ أوروﺑﺎ أو أﻣﺮﻳﻜﺎ اﻟﺸﻤﺎﻟﻴﺔ.
وﻟﺬﻟﻚ ،ﻓﺈن ﺷﺮﻛﺎت اﻟﻤﻨﻄﻘﺔ ﻳﺠﺐ أن ﺗﺪرك ﻣﺪى
اﻟﻤﻠﺤﺔ ﻟﺤﻞ ﻫﺬا اﻟﻤﺄزق وأن ﺗﺴﻌﻰ داﺋﻤº
ﺣﺎﺟﺘﻬﺎ ُ
ﻟﺘﻘﻮﻳﺔ ﻣﺠﺎﻟﺲ إدارﺗﻬﺎ ﻛﻄﺮﻳﻘﺔ ﻟﺘﺤﻘﻴﻖ ذﻟﻚ.
وﺟﻴﺐ أن ﺗﻘﺘﺼﺮ اﺟﺘﻤﺎﻋﺎت ﻣﺠﻠﺲ ادارة ﻋﻠﻰ
ﺑﺤﺚ ﻣﻮﺿﻮﻋﺎت اﻟﻌﻤﻞ واﻟﺘﺤﺪﻳﺎت اﻟﻌﺎﻟﻤﻴﺔ
واﻟﺘﻨﻤﻴﺔ واﻟﺴﻴﺎﺳﺎت وارﺑﺎح ﺑﺪ ً
ﻻ ﻣﻦ اﻟﻨﻘﺎش ﺣﻮل
اﻣﻮر أو اﻟﻨﺰاﻋﺎت اﻟﻌﺎﺋﻠﻴﺔ.

" اﻟﻘﺪرة ﻋﻠﻰ اﻟﻤﻮازﻧﺔ ﺑﻴﻦ
اﻟﻌﺎﻃﻔﺔ واﻟﻌﻤﻞ ﺗﻤﺜﻞ
ﺗﺤﺪﻳ ºﻛﺒﻴﺮ¼ إﻻ أﻧﻪ ﻳﺠﺐ
ﺗﺤﻘﻴﻘﻬﺎ ﻟﻜﻲ ﻳﺘﻤﻜﻦ
ﻣﺠﻠﺲ ادارة واﻟﻤﺪﻳﺮﻳﻦ
ﻣﻦ اﻟﺘﻘﺪم ﻟﻠﻤﺴﺘﻮﻳﺎت
اﻋﻠﻰ"

"ﻻ ﺗﻘﻊ ﻓﻲ اﻟﺤﺐ ﻣﻄﻠﻘ§
ﻣﻊ أﺻﻮل ﺷﺮﻛﺘﻚ"

"ﻛﺒﺮى ﻣﺸﻜﻼﺗﻲ ﻫﻲ
اﻟﻔﺼﻞ ﺑﻴﻦ اﻟﺴﻠﻄﺎت-
ﻣﻦ ﻳﺤﻖ ﻟﻪ اﺗﺨﺎذ اﻟﻘﺮار
وﻛﻴﻔﻴﺔ اﻟﺤﺪ ﻣﻦ
اﻟﻤﺨﺎﻃﺮ"

"أﻫﻢ ﻣﺎ ﻳﻤﻴﺰ ﻣﺠﻠﺲ
ا¬دارة اﻟﻘﻮي اﻟﻔﻌﺎل أن
ﻳﻘﻮم ﺑﺪور اﻟﻤﺤﺎور اﻟﻮﺳﻴﻂ
ﺑﻴﻦ اﻟﻌﺎﺋﻠﺔ واﻟﺸﺮﻛﺔ"
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"ﻫﺬا اﻟﻌﻤﻞ ﻣﻦ أﺟﻞ أوﻻدﻧﺎ وﻋﻠﻴﻨﺎ
أن ﻧﺘﺄﻛﺪ أﻧﻪ ﻋﻨﺪﻣﺎ ﻧﺴﻠﻤﻪ ﻟﻬﻢ

اﻟﻘﻀﺎﻳﺎ واوﻟﻮﻳﺎت ﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ

ﻼ ﻓﻌﺎ ً
ﻓﺈﻧﻨﺎ ﻧﻌﻄﻴﻬﻢ ﻋﻤ ً
ﻻ".

< اﻟﺨﻼﻓﺔ واﻟﻨﺰاﻋﺎت واﻻﺳﺘﻤﺮارﻳﺔ

ﺗﺮﺗﺒﻂ اﻟﻤﺤﺮﻛﺎت اﻟﺮﺋﻴﺴﻴﺔ ﻟﺘﺤﺴﻴﻦ اﻟﺤﻮﻛﻤﺔ
واﻟﺸﻔﺎﻓﻴﺔ ﺑﺎﻟﺮﻏﺒﺔ ﻓﻲ ﺗﻄﻮﻳﺮ ﻣﺆﺳﺴﺔ ﻧﺎﺟﺤﺔ وﻗﻮﻳﺔ
وﻧﻘﻠﻬﺎ ﻟßﺟﻴﺎل اﻟﺘﺎﻟﻴﺔ.

"اﻟﺠﻮاﻧﺐ اﻟﻌﻤﻠﻴﺔ ﻟﻠﺘﻨﻔﻴﺬ ﻏﺎﻟﺒº
ﺳﺘﺸﻜﻞ ﻧﻮﻋ ºﻣﻦ اﻟﺘﺤﺪي".

أﻇﻬﺮت ﻧﺘﺎﺋﺞ اﺑﺤﺎث أن ﻣﻌﻈﻢ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺗﺪرك أﻫﻤﻴﺔ
اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻣﻦ ﺣﻴﺚ اﻟﻤﺒﺪأ ،وﻟﻜﻨﻬﺎ ﻻ
ﺣﺪ ﻛﺒﻴﺮ
ﺗﻌﺘﻘﺪ ﺣﺎﻟﻴ ºأﻧﻬﺎ ﻳﻤﻜﻨﻬﺎ أن ﺗﺴﺎﻫﻢ إﻟﻰ ٍ
ﻓﻲ ﻧﺠﺎح اﻟﺸﺮﻛﺔ ﻋﻠﻰ اﻟﻤﺪى اﻟﺒﻌﻴﺪ ،وﺑﻤﻌﻨﻰ آﺧﺮ
ﺗﺮى ﺗﻠﻚ اﻟﺸﺮﻛﺎت أن اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻓﻲ
اﻟﻮﻗﺖ اﻟﺤﺎﻟﻲ "ﺗﻤﺮﻳﻦ ﻻﺧﺘﻴﺎر اﺟﺎﺑﺎت اﻟﺼﺤﻴﺤﺔ"
ﺑﺪ ً
ﻻ ﻣﻦ أن ﺗﻜﻮن أوﻟﻮﻳﺔ ﺗﺠﺎرﻳﺔ .واﻛﺜﺮ ﻣﻦ ذﻟﻚ أن
ﺑﻌﺾ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﻻ ﺗﻨﻈﺮ إﻟﻰ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻋﻠﻰ
أﻧﻬﺎ ذات أوﻟﻮﻳﺔ وذﻟﻚ ﺑﺴﺒﺐ اﻟﺤﺎﺟﺔ ﻟﻠﻤﻌﺮﻓﺔ
اﻟﻌﻤﻠﻴﺔ اﻟﺘﻲ ﺗﺴﺎﻋﺪﻫﺎ ﻋﻠﻰ اﻟﺘﻄﺒﻴﻖ اﻟﻔﻌﺎل
ﻟﻠﺤﻮﻛﻤﺔ .وﻗﺪ ﺗﻀﻤﻨﺖ ﻗﻀﺎﻳﺎ اﻟﺤﻮﻛﻤﺔ اﻟﺘﻲ
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ذﻛﺮﻫﺎ اﻟﻤﺸﺎرﻛﻮن ﻋﻠﻰ أﻧﻬﺎ ﺗﺤﺘﻞ أﻫﻤﻴﺔ ﺧﺎﺻﺔ
ﺑﺎﻟﻨﺴﺒﺔ ﻟﻬﻢ ﺗﻌﺮﻳﻒ وﻧﻄﺎق ادوار ادارﻳﺔ،
واﻟﺤﺎﺟﺔ إﻟﻰ ﻣﺰﻳﺪ ﻣﻦ اﻟﺸﻔﺎﻓﻴﺔ ،واﻻﻓﺘﻘﺎر إﻟﻰ
ﻧﻈﻢ ﺣﻮﻛﻤﺔ ﻣﺆﺳﺴﻴﺔ ﻣﻨﺎﺳﺒﺔ ﺗﻜﻔﻞ ﻣﻌﺎﻟﺠﺔ
ﻣﻮﺿﻮﻋﺎت اﻟﺨﻼﻓﺔ واﻟﻨﺰاﻋﺎت.
وﻋﻠﻰ ﻛﻞ ﺣﺎل ،ﻳﺪرك ﻣﻌﻈﻢ اﻟﻤﺸﺎرﻛﻮن أن
اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﺳﻮف ﺗﺼﺒﺢ اﻟﺸﺎﻏﻞ اﻛﺒﺮ
ﻓﻲ اﻟﻤﺴﺘﻘﺒﻞ .ﻛﻤﺎ ﻳﺮى اﻟﻌﺪﻳﺪ ﻣﻨﻬﻢ أﻧﻬﻢ
ﺳﻮف ﻳﺘﻤﻜﻨﻮن ﻣﻦ ﺗﺮك ﺷﺮﻛﺎت أﻗﻮى ﻟﻠﺠﻴﻞ اﻟﺬي
ﻳﻠﻴﻬﻢ إذا ﺗﻤﻜﻨﻮا ﻣﻦ ﺗﺤﺴﻴﻦ إﻃﺎر اﻟﺤﻮﻛﻤﺔ ،وأن
ﻋﺎل ﻣﻦ اﻟﺸﻔﺎﻓﻴﺔ ﺳﻮف ﻳﺮﺗﻘﻲ
ﺗﺤﻘﻴﻖ ﻣﺴﺘﻮى ٍ
ﺑﺎﻟﻤﺴﺘﻮى اﻟﻤﻬﻨﻲ ﻟﻠﺸﺮﻛﺔ وﻳﻌﺰز ﻣﻦ ﻗﺪرﺗﻬﺎ
اﻟﺘﻨﺎﻓﺴﻴﺔ اﻟﻌﺎﻟﻤﻴﺔ.

اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺗﻌﺘﺒﺮ ﻣﻦ اﻟﻤﺆﺳﺴﺎت اﻟﻜﺒﺮى،
وﻗﺪ أﻧﺸﺌﺖ ﻗﺒﻞ  50أو  60ﻋﺎﻣ ºﻏﻴﺮ أن ﻧﺴﺒﺔ ﻛﺒﻴﺮة
ﻣﻨﻬﺎ ﻣﻤﻠﻮﻛﺔ ﻟﻠﺠﻴﻞ اول أو اﻟﺜﺎﻧﻲ وﺳﻮف ﻳﻮاﺟﻪ
ﻋﺪد ﻣﻨﻬﺎ ﻋﻤﻠﻴﺔ اﻻﻧﺘﻘﺎل ﻟﻠﺠﻴﻞ اﻟﺘﺎﻟﻲ ﺧﻼل ﻓﺘﺮة
اﻟﺨﻤﺲ إﻟﻰ ﻋﺸﺮ ﺳﻨﻮات اﻟﻘﺎدﻣﺔ .وﻃﺒﻘ ºﻟﻨﺘﺎﺋﺞ
اﻟﺒﺤﺚ ،ﺗﺪرس اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت ا¾ن ﻛﻴﻔﻴﺔ
اﻟﺘﻌﺎﻣﻞ ﻣﻊ ﺗﻠﻚ اﻟﻤﺮﺣﻠﺔ اﻟﻮﺷﻴﻜﺔ ﻣﻦ اﻟﺨﻼﻓﺔ
وﺗﻘﻮم ﺑﺘﻄﺒﻴﻖ ،أو اﻟﺘﻔﻜﻴﺮ ﻓﻲ ﺗﻄﺒﻴﻖ ،ﻋﺪة ﻣﻌﺎﻳﻴﺮ
ﺑﺎﻟﻨﺴﺒﺔ ﻓﺮاد اﻟﻌﺎﺋﻠﺔ اﻟﺬﻳﻦ اﻟﺘﺤﻘﻮا ﺑﺎﻟﺸﺮﻛﺔ
ﻛﺼﻐﺎر اﻟﻤﻮﻇﻔﻴﻦ وﺧﺎﺻﺔ ﺑﺎﻟﻨﺴﺒﺔ ﻟﻬﺆﻻء اﻟﺬﻳﻦ
ﻗﺪ ﻳﻜﻮﻧﻮا ﻣﺆﻫﻠﻴﻦ ﻟﺘﻮﻟﻲ ادارة .وﻗﺪ ﻳﺘﻀﻤﻦ
ذﻟﻚ وﺿﻊ ﺣﺪ أدﻧﻰ ﻣﻌﻴﻦ ﻣﻦ اﻟﻤﺴﺘﻮى اﻟﺘﻌﻠﻴﻤﻲ
أو ﺧﺒﺮات ﻓﻲ ادارة اﻟﺘﻨﻔﻴﺬﻳﺔ ﻣﻦ ﺧﺎرج اﻟﺸﺮﻛﺔ
اﻟﻌﺎﺋﻠﻴﺔ ،أو ﻛﻠﻴﻬﻤﺎ.
وﻣﻦ ﺧﻼل ﺗﺠﺮﺑﺘﻨﺎ ،ﻓﺈن اﻟﺨﻼﻓﺔ واﻟﻨﺰاﻋﺎت ﻣﻦ أﻛﺜﺮ
اﺳﺒﺎب ﺷﻴﻮﻋ ºﻻﻧﻬﻴﺎر اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ وﻏﺎﻟﺒ ºﻣﺎ
ﺗﻨﺸﺄ اﻟﻨﺰاﻋﺎت ﻛﻨﺘﻴﺠﺔ ﻣﺒﺎﺷﺮة ﻟﻤﻮﺿﻮع اﻟﺨﻼﻓﺔ.
ﺗﺸﻴﺮ ﻧﺘﺎﺋﺞ اﻟﺒﺤﺚ اﻟﺘﻲ ﺗﻮﺻﻠﺖ ﻟﻬﺎ ﺑﺮاﻳﺲ
وﺗﺮﻫﺎوس ﻛﻮﺑﺮز  PwCإﻟﻰ أن اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ ﺟﻤﻴﻊ أﻧﺤﺎء اﻟﻌﺎﻟﻢ ﺗﻘﻮم ﺑﺈرﺳﺎء إﺟﺮاءات
ﺣﻮﻛﻤﺔ ﻟﻤﻌﺎﻟﺠﺔ أو إدارة اﻟﻤﺸﻜﻼت اﻟﻤﺤﺘﻤﻠﺔ
اﻟﺘﻲ ﻳﻤﻜﻦ أن ﺗﺜﺎر ﻓﻲ ﻟﺤﻈﺔ اﻟﺨﻼﻓﺔ ،وﻟﻜﻦ ﺗﻔﻴﺪ
اﻟﻨﺘﺎﺋﺞ ﺑﺄن دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻏﻴﺮ
ﻣﺘﻘﺪﻣﺔ ﻓﻲ ﻫﺬا اﻟﺸﺄن.

"ﻟﺪﻳﻨﺎ اﺗﻔﺎﻗﻴﺎﺗﻨﺎ
اﻟﻘﺪﻳﻤﺔ وﻟﻜﻨﻬﺎ
ﻟﻴﺴﺖ ﻛﺎﻓﻴﺔ".

ﻓﺒﺎﻟﻨﺴﺒﺔ ﻟﻠﺸﺮﻛﺎت ﻓﻲ ﻣﻨﻄﻘﺘﻨﺎ ﺗﻘﻞ اﺣﺘﻤﺎﻻت
وﺟﻮد إﺟﺮاءات ﻣﺜﻞ أﺣﻜﺎم اﻟﺪﺧﻮل واﻟﺘﺨﺎرج )12٪
ﻓﻲ ﻣﻘﺎﺑﻞ  28٪ﻓﻲ اﻟﺒﺤﺚ اﻟﻌﺎﻟﻤﻲ ﻟﺒﺮاﻳﺲ
وﺗﺮﻫﺎوس ﻛﻮﺑﺮز( وآﻟﻴﺎت ﺗﻘﻴﻴﻢ اداء ) 18٪ﻓﻲ
ﻣﻘﺎﺑﻞ  32٪ﻋﺎﻟﻤﻴ (ºأو أﺣﻜﺎم اﻻﺳﺘﻌﺎﻧﺔ ﺑﺎﻟﻐﻴﺮ
ﻛﻮﺳﻴﻂ ﻣﺤﺎﻳﺪ ) 9٪ﻣﻘﺎﺑﻞ  .(24٪وﻳﻌﺪ وﺟﻮد
اﻟﻮﺳﻴﻂ اﻟﻤﺤﺎﻳﺪ أﻣﺮ¼ ﻣﻔﻴﺪ¼ ﻓﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻋﻠﻰ وﺟﻪ اﻟﺨﺼﻮص ﺣﻴﺚ إﻧﻪ
ﻳﻜﻔﻞ ﻟﻠﻌﺎﺋﻠﺔ اﻟﺤﻔﺎظ ﻋﻠﻰ ﺧﺼﻮﺻﻴﺎﺗﻬﺎ وﻳﻘﺘﺼﺮ
ﻋﺮض اﻟﻨﺰاع ﻋﻠﻰ ﻃﺮف ﺧﺎرﺟﻲ واﺣﺪ ﻣﻮﺛﻮق ﺑﻪ،
ﺑﺸﻜﻞ ﺟﻴﺪ ﻓﺈن ذﻟﻚ
ﻓﺈذا ﺗﻢ اﺧﺘﻴﺎر ﻫﺬا اﻟﻮﺳﻴﻂ
ٍ
ً
ﻣﻦ ﺷﺄﻧﻪ أن ﻳﻘﺪم ﺣ ً
ﻼ ﻓﻌﺎﻻ وداﺋﻤ ºﻟﺒﻌﺾ اﻟﻘﻀﺎﻳﺎ
وﻫﻮ ﻣﺎ ﻗﺪ ﻳﻘﺒﻠﻪ ﺟﻤﻴﻊ اﻟﻤﺸﺎرﻛﻮن.
وﻳﻤﻜﻦ أن ﺗﺴﺘﻔﻴﺪ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ ﻣﻨﻄﻘﺘﻨﺎ
ﻣﻦ اﻻﺗﻔﺎق ﻋﻠﻰ ﻋﻤﻠﻴﺔ اﻟﺨﻼﻓﺔ وﺗﻮﺛﻴﻘﻬﺎ وﺗﻌﺰﻳﺰ
اﺣﻜﺎم اﻟﺘﻲ ﻟﺪﻳﻬﺎ اﻟﺨﺎﺻﺔ ﺑﺎﻟﺘﻌﺎﻣﻞ ﻣﻊ أي ﺻﺮاع
ﻣﺤﺘﻤﻞ ﻳﺮﺗﺒﻂ ﺑﺬﻟﻚ وﻳﺠﺐ أن ﻳﺘﻢ ذﻟﻚ ﻛﺠﺰء ﻣﻦ
ﻣﺮاﺟﻌﺔ ﺷﺎﻣﻠﺔ ﻟﻘﻮاﻋﺪ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ
ﻟﺪﻳﻬﺎ.

"اﻟﻤﺤﺮك اﺳﺎﺳﻲ ﻫﻮ اﺳﺘﻤﺮارﻳﺔ اﻟﻌﻤﻞ
واﺳﺘﺪاﻣﺘﻪ".
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اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ

وﻫﻨﺎك أﻳﻀ ºﻋﺪد¼ ﻣﻦ اﻟﻘﻀﺎﻳﺎ اﻟﺘﻲ ﻗﺪ ﺗﺨﺘﺺ ﺑﻬﺎ
دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ دون ﻏﻴﺮﻫﺎ أو ﻗﺪ
ﻳﻜﻮن ﻟﻬﺎ أﻫﻤﻴﺔ ﺧﺎﺻﺔ ﻓﻲ اﻟﻤﻨﻄﻘﺔ؛ ﻓﻌﻠﻰ
ﺳﺒﻴﻞ اﻟﻤﺜﺎل ﺗﻘﻮم اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ اﻟﻤﻨﺎﻃﻖ اﺧﺮى ﻣﻦ اﻟﻌﺎﻟﻢ ﺑﺈﻧﺸﺎء ﺷﺮﻛﺎت
اﺋﺘﻤﺎن ﻋﺎﺋﻠﻴﺔ ﻛﻮﺳﻴﻠﺔ ﻟﻠﺤﻔﺎظ ﻋﻠﻰ اﺳﻬﻢ
واﻟﺴﻴﻄﺮة ﻋﻠﻴﻬﺎ ،وﻟﻜﻦ ﻫﺬه اﻟﻮﺳﻴﻠﺔ ﻏﻴﺮ ﻣﺘﺒﻌﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺣﻴﺚ ﺗﺤﻞ
ﻣﺤﻠﻬﺎ ﺷﺮﻛﺔ ﻗﺎﺑﻀﺔ ﻻ ﺗﺘﻮاﻓﺮ ﻟﻬﺎ ﻧﻔﺲ ﻣﺰاﻳﺎ
ﺷﺮﻛﺎت اﻻﺋﺘﻤﺎن ،وﻣﻦ ﻫﻨﺎ ﺗﺰاﻳﺪ اﻻﻫﺘﻤﺎم ﺑﺈﻧﺸﺎء
ﺷﺮﻛﺎت اﺋﺘﻤﺎن ﺧﺎرﺟﻴﺔ ﺗﻠﺘﺰم ﺑﺄﺣﻜﺎم اﻟﺸﺮﻳﻌﺔ
اﺳﻼﻣﻴﺔ ﻋﺒﺮ اﻟﻤﻨﻄﻘﺔ.
وأﻳﻀ ºﺗﺘﻤﺘﻊ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺑﺘﻘﺎﻟﻴﺪ
ﺛﻘﺎﻓﻴﺔ راﺳﺨﺔ ﺗﺤﺚ ﻋﻠﻰ اﺣﺘﺮام اﻟﺠﻴﻞ اﻛﺒﺮ،
اﻣﺮ اﻟﺬي ﻳﻤﻜﻦ أن ﻳﻜﻮن ﻟﻪ ﺗﺄﺛﻴﺮ واﺿﺢ ﻋﻠﻰ
اﻟﻄﺮﻳﻘﺔ اﻟﺘﻲ ﺗﺪار ﺑﻬﺎ اﻟﺸﺮﻛﺔ اﻟﻌﺎﺋﻠﻴﺔ ،ﺧﺎﺻﺔ ﻓﻲ
اﻟﻮﻗﺖ اﻟﺬي ﻳﺘﻢ ﻓﻴﻪ ﻧﻘﻞ ادارة واﻟﺴﻴﻄﺮة ﻣﻦ
ﺟﻴﻞ إﻟﻰ آﺧﺮ .ﻛﻤﺎ أن ﻟﺪي اﻟﻌﺎﺋﻼت ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ رﻏﺒﺔ ﻗﻮﻳﺔ ﻓﻲ اﻟﺤﻔﺎظ
ﻋﻠﻰ ﺧﺼﻮﺻﻴﺎﺗﻬﻢ ﻣﻤﺎ ﻳﻌﻨﻲ أﻧﻬﻢ ﻻ ﻳﺮﺣﺒﻮن
ﺑﺘﻌﻴﻴﻦ اﻓﺮاد ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻓﻲ اﻟﻤﻨﺎﺻﺐ
اﻟﻘﻴﺎدﻳﺔ .وﻟﻨﻔﺲ اﻟﺴﺒﺐ ﺗﻬﺘﻢ اﻟﻌﺎﺋﻼت ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ أﺷﺪ اﻻﻫﺘﻤﺎم ﺑﺈﺑﻌﺎد
اﻟﻨﺰاﻋﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻋﻦ اﻟﻌﻼﻧﻴﺔ.

ﺗﺘﻌﻠﻖ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻓﻲ اﺳﺎس ﺑﻀﻤﺎن
وﺿﻊ اﻫﺘﻤﺎﻣﺎت ﺣﻤﻠﺔ اﺳﻬﻢ وأﺻﺤﺎب اﻟﻤﺼﺎﻟﺢ
ﻓﻲ اﻟﺸﺮﻛﺔ ﻓﻲ اﻻﻋﺘﺒﺎر ﺑﺎﻟﺸﻜﻞ اﻟﻤﻨﺎﺳﺐ
واﻟﺤﺮص ﻋﻠﻰ اﻟﻤﻮازﻧﺔ ﺑﻴﻦ اﻫﺘﻤﺎﻣﺎﺗﻬﻢ .وﻓﻲ
ﺣﺎﻟﺔ ﺧﺎﺻﺔ ﻛﻬﺬه ،ﻓﺈن وﺿﻊ إﻃﺎر ﺣﻮﻛﻤﺔ
ﻣﺆﺳﺴﻴﺔ ﻗﻮي ﻟﻠﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻳﻀﻤﻦ وﺟﻮد
ﻋﻼﻗﺔ ﺑﻨﺎءة وﻣﺴﺘﺪاﻣﺔ ﺑﻴﻦ ﺣﻤﻠﺔ اﺳﻬﻢ ﻣﻦ
اﻟﻌﺎﺋﻠﺔ وادارة اﻟﺘﻨﻔﻴﺬﻳﺔ ﻟﻠﺸﺮﻛﺎت واﻟﺘﻲ ﻗﺪ
ﺗﻜﻮن ﻣﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ أو ﻻ ﺗﻜﻮن ﻣﻦ ﺑﻴﻨﻬﻢ.

٥

اﻟﺘﻌﺮﻳﻔﺎت

ﻓﻠﻢ ﻳﺤﺪث ﺳﻮى ﻣﺆﺧﺮ¼ أن ﺗﺤﻮل ﻋﺪد ﻣﻦ ﺗﻠﻚ
اﻟﻨﺰاﻋﺎت إﻟﻰ دﻋﺎوى ﻗﻀﺎﺋﻴﺔ ﻳﺘﻢ ﺑﻤﻘﺘﻀﺎﻫﺎ ﺗﺠﻤﻴﺪ
أﺻﻮل اﻟﻌﺎﺋﻠﺔ ﻟﺤﻴﻦ اﻟﺒﺖ ﻓﻲ ﺗﻠﻚ اﻟﻨﺰاﻋﺎت.
وﺑﺎﻟﻄﺒﻊ ﻳﻤﻜﻦ أن ﻳﻜﻮن ﺗﺄﺛﻴﺮ ﻣﺜﻞ ﻫﺬه اﻣﻮر ﻋﻠﻰ
اﻟﻌﻤﻞ ﻛﺎرﺛﻴ ºوﻫﻨﺎ ﺗﺼﺒﺢ اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ
اﻟﺠﻴﺪة ﻣﻔﻴﺪة ﻟﻠﻐﺎﻳﺔ ذﻟﻚ أﻧﻬﺎ ﺗﻘﺪم إﻃﺎر¼ ﻟﺤﻞ
ﺑﻄﺮق ﻣﻮﺿﻮﻋﻴﺔ وﺗﻤﻨﻊ ﻣﻦ ﺗﺼﺎﻋﺪﻫﺎ
اﻟﻨﺰاﻋﺎت
ٍ
ووﺻﻮﻟﻬﺎ ﻟﻠﻤﺤﺎﻛﻢ.
ﺗﺘﻤﺘﻊ ﻣﻌﻈﻢ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﺑﻘﻮاﻋﺪ ﺣﻮﻛﻤﺔ ﺟﻴﺪة ﺗﺴﺎﻋﺪﻫﺎ
ﻋﻠﻰ اﻟﺘﻌﺎﻣﻞ ﻣﻊ اﺣﺘﻴﺎﺟﺎﺗﻬﺎ اﻟﺘﺠﺎرﻳﺔ ،وﻟﻜﻦ ﻋﺪد
ﺿﺌﻴﻞ ﺟﺪ¼ ﻣﻦ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﻟﺪﻳﻬﻢ إﻃﺎر¼ رﺳﻤﻴº
ﻟﻠﺘﻌﺎﻣﻞ ﻣﻊ اﻟﻤﺸﻜﻼت اﻟﺘﻲ ﻗﺪ ﺗﻨﺸﺄ ﻋﻦ ﻧﻈﺎم
اﻟﻤﻠﻜﻴﺔ .وﺑﺎﻟﻄﺒﻊ ﻓﺈن ﻟﻜﻞ ﺷﺮﻛﺔ ﻋﺎﺋﻠﻴﺔ ﻃﺎﺑﻊ
ﻣﻤﻴﺰ ،وﻣﻦ اﻟﻀﺮوري أن ﻳﻌﻜﺲ إﻃﺎر اﻟﺤﻮﻛﻤﺔ ﻫﺬا
اﻟﻄﺎﺑﻊ وأن ﻳﺘﻤﺘﻊ ﺑﺎﻟﻤﺮوﻧﺔ اﻟﻜﺎﻓﻴﺔ اﻟﺘﻲ ﺗﻤﻜﻨﻪ ﻣﻦ
اﻟﺘﻌﺎﻣﻞ ﻣﻊ اﻟﻘﻀﺎﻳﺎ اﻟﺨﺎﺻﺔ ﻟﻜﻞ ﺷﺮﻛﺔ وﻧﻈﺎم
اﻟﻤﻠﻜﻴﺔ ﺑﻬﺎ .وﻣﻦ ﻧﺎﺣﻴﺔ أﺧﺮى ،ﻫﻨﺎك ﺑﻌﺾ
اﻟﻌﺮاﻗﻴﻞ اﻟﺘﻲ ﺗﻮاﺟﻪ اﻟﺸﺮﻛﺎت ﻛﺎﻓﺔ ﻓﻲ وﻗﺘﻨﺎ
اﻟﺤﺎﻟﻲ ـ ﺳﻮاء ﻛﺎﻧﺖ ﻋﺎﺋﻠﻴﺔ أو ﻏﻴﺮ ذﻟﻚ ـ وﻟﻦ ﻳﺴﺎﻋﺪ
ﻓﻲ ﻣﻮاﺟﻬﺘﻬﺎ إﻻ اﻃﺎر اﻟﺤﻮﻛﻤﻲ اﻟﻘﻮي اﻟﺬي
ﻳﻀﻤﻦ اﺳﺘﻤﺮارﻳﺔ اﻟﺸﺮﻛﺔ وﻧﺠﺎﺣﻬﺎ ﻋﻠﻰ اﻟﻤﺪى
اﻟﻄﻮﻳﻞ.

1

ﻣﻦ أﺟﻞ أﻏﺮاض ﻫﺬا اﻟﺒﺮﻧﺎﻣﺞ اﻟﺒﺤﺜﻲ ،ﻳﻜﻮن ﺗﻌﺮﻳﻒ "اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ" ﺑﺄﻧﻬﺎ اﻟﺸﺮﻛﺎت اﻟﺘﻲ:
 1ﻳﺤﺘﻔﻆ ﻓﻴﻬﺎ اﻟﺸﺨﺺ اﻟﺬي أﻧﺸﺄ أو اﺳﺘﺤﻮذ ﻋﻠﻰ اﻟﺸﺮﻛﺔ ﺑﻐﺎﻟﺒﻴﺔ اﺻﻮات )أو أﺣﺪ اﻟﺰوﺟﻴﻦ أو ا¾ﺑﺎء أو اﺑﻨﺎء أو
ورﺛﺔ اﺑﻨﺎء اﻟﻤﺒﺎﺷﺮﻳﻦ(.
 2ﻳﺸﺘﺮك ﻓﻴﻬﺎ ﻓﺮد واﺣﺪ ﻋﻠﻰ اﻗﻞ ﻣﻦ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ إدارة اﻟﺸﺮﻛﺔ أو ﺗﺪﺑﻴﺮ ﺷﺆوﻧﻬﺎ.
 3ﻓﻲ ﺣﺎﻟﺔ اﻟﺸﺮﻛﺎت اﻟﻤﺪرﺟﺔ ،أن ﻳﻤﺘﻠﻚ اﻟﺸﺨﺺ اﻟﺬي ﻗﺎم ﺑﺈﻧﺸﺎء اﻟﺸﺮﻛﺔ أو اﺳﺘﺤﻮذ ﻋﻠﻴﻬﺎ )أو ﻋﺎﺋﻠﺘﻪ( ﻣﺎ
ﻧﺴﺒﺘﻪ  25٪ﻣﻦ ﺣﻖ اﻟﺘﺼﻮﻳﺖ ﻣﻦ ﺧﻼل ﻧﺼﻴﺒﻪ ﻓﻲ رأس اﻟﻤﺎل وﻳﻜﻮن ﻓﺮد واﺣﺪ ﻣﻦ اﻟﻌﺎﺋﻠﺔ ﻋﻠﻰ اﻗﻞ ﻋﻀﻮ¼
ﻓﻲ ﻣﺠﻠﺲ إدارة اﻟﺸﺮﻛﺔ.
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اﻟﻤﻘﺪﻣﺔ

"ﻋﺎدة ﻣﺎ ﻳﻜﻮن أداء اﻟﺸﺮﻛﺎت اﻟﺘﻲ ﺗﺘﻤﺘﻊ ﺑﺤﻮﻛﻤﺔ
ﻣﺆﺳﺴﻴﺔ ﺟﻴﺪة أﻓﻀﻞ ﻣﻦ اﻟﺸﺮﻛﺎت اﺧﺮى ﺣﻴﺚ
ﺗﻌﺰز ﻣﻤﺎرﺳﺎت اﻟﺤﻮﻛﻤﺔ اﻟﺠﻴﺪة ﻣﻦ اﻟﻘﺪرة ﻋﻠﻰ
اﺳﺘﻘﻄﺎب رأس اﻟﻤﺎل اﻟﺨﺎرﺟﻲ واﻧﺨﻔﺎض ﺗﻜﻠﻔﺔ
اﻟﺘﻤﻮﻳﻞ وارﺗﻔﺎع ﻣﻌﺪﻻت اﻟﺘﺼﻨﻴﻒ اﻻﺋﺘﻤﺎﻧﻲ وﻧﻴﻞ ﺛﻘﺔ
اﻟﻤﺴﺘﺜﻤﺮﻳﻦ".

ﻧﻈﺎم اﻟﻤﻠﻜﻴﺔ ﻳﻌﺘﺒﺮ أﻫﻢ ﻧﻘﺎط اﻟﺨﻼف اﻟﻮاﺿﺤﺔ
ﻟﻠﻌﻴﺎن ﻓﻲ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ،ﻓﺒﻴﻨﻤﺎ ﻳﻤﻴﻞ ﻫﺬا اﻟﻨﻈﺎم
إﻟﻰ اﺗﺨﺎذ ﻧﻤﻂ اﻟﺴﻴﻄﺮة اﻟﻤﺒﺎﺷﺮة واﻟﻜﺎﻣﻠﺔ ﻣﻦ
اﻟﻌﺎﺋﻠﺔ ﻋﻠﻰ اﻟﺸﺮﻛﺔ إﻻ أﻧﻪ ﻳﻮﺟﺪ ﻟﺪي ﺑﻌﺾ
اﻟﺸﺮﻛﺎت ﺣﻤﻠﺔ أﺳﻬﻢ أو ﻣﺪﻳﺮﻳﻦ ﺗﻨﻔﻴﺬﻳﻴﻦ ،أو
ﻛﻠﻴﻬﻤﺎ ،ﻣﻦ ﺧﺎرج اﻟﻌﺎﺋﻠﺔ ﻛﻤﺎ أن ﺑﻌﻀﻬﺎ ﻗﺪ ﻳﻜﻮن
ﻣﺪرﺟ ºﻓﻲ ﺳﻮق اﺳﻬﻢ وﻫﻮ أﻣﺮ ﺷﺎﺋﻊ وﺧﺎﺻﺔ
ﻓﻲ آﺳﻴﺎ.
ﻳﻘﻮم اﻻﻗﺘﺼﺎد اﻟﻌﺎﻟﻤﻲ ﻋﻠﻰ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ،
ﻓﻘﺪ ﺑﺪأت اﻟﻌﺪﻳﺪ ﻣﻦ ﻛﺒﺮى اﻟﺸﺮﻛﺎت ﻣﺘﻌﺪدة
اﻟﺠﻨﺴﻴﺎت ﻛﺸﺮﻛﺎت ﻋﺎﺋﻠﻴﺔ ﻓﻲ اﺳﺎس ،وﻳﻤﻜﻨﻨﺎ
اﻟﻘﻮل ﺑﺄن ﺣﻮاﻟﻲ  90٪ﻣﻦ اﻟﺸﺮﻛﺎت ﻓﻲ دﻧﻴﺎ اﻟﻤﺎل
ﻛﻞ ﻣﻦ اﺳﻮاق
واﻋﻤﺎل ﺗﻌﺘﺒﺮ ﺷﺮﻛﺎت ﻋﺎﺋﻠﻴﺔ ﻓﻲ ٍ
ﺣﺪ ﺳﻮاء .ﺗﻌﺪ ﻣﻌﻈﻢ
اﻟﻤﺘﻘﺪﻣﺔ واﻟﻨﺎﺷﺌﺔ ﻋﻠﻰ ٍ
ﻫﺬه اﻟﺸﺮﻛﺎت ﻣﻦ اﻟﺼﻐﻴﺮة واﻟﻤﺘﻮﺳﻄﺔ )،(SMEs
ﻏﻴﺮ أن ﻫﻨﺎك ﺷﺮﻛﺎت ﻋﺎﺋﻠﻴﺔ ﻛﺒﺮى ﻟﻠﻐﺎﻳﺔ وﻻ ﺳﻴﻤﺎ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ اﻟﺘﻲ ﺑﺪأت ﻓﻴﻬﺎ
اﻟﻌﺪﻳﺪ ﻣﻦ ﺗﻠﻚ اﻟﺸﺮﻛﺎت ﻛﻤﺆﺳﺴﺎت ﺗﺠﺎرﻳﺔ
ﺻﻐﻴﺮة ﺛﻢ ﺗﻤﻜﻨﺖ ﻣﻦ اﻟﻨﻤﻮ ﻋﺒﺮ ﺟﻴﻠﻴﻦ أو ﺛﻼﺛﺔ إﻟﻰ
أن ﻛﻮﻧﺖ ﺗﻜﺘﻼت ﻛﺒﺮى ﻣﺘﻨﻮﻋﺔ ﺗﻐﻄﻲ ﻗﻄﺎﻋﺎت
ﺗﺠﺎرﻳﺔ ﻫﺎﺋﻠﺔ ﻣﻨﻬﺎ ﺗﺠﺎرة اﻟﺘﺠﺰﺋﺔ واﻟﺴﻴﺎرات واﻟﺒﻨﺎء
واﻟﺘﺸﻴﻴﺪ واﻟﺘﺼﺪﻳﺮ واﻻﺳﺘﻴﺮاد واﻟﺸﺤﻦ واﻟﺘﺄﻣﻴﻦ
واﻟﺰراﻋﺔ واﻟﺨﺪﻣﺎت اﻟﻤﺎﻟﻴﺔ واﻟﻌﻘﺎرات واﻟﺘﺼﻨﻴﻊ.

٣

وﻓﻲ اﻟﻮاﻗﻊ ﻓﺈن ﺣﻮاﻟﻲ  80٪ﻣﻦ إﺟﻤﺎﻟﻲ اﻟﻨﺎﺗﺞ
اﻟﻘﻮﻣﻲ ) (GDPﻓﻲ ﻣﻨﻄﻘﺔ اﻟﺨﻠﻴﺞ ﻣﻦ ﺧﺎرج ﻗﻄﺎع
اﻟﻨﻔﻂ ﻳﺄﺗﻲ ﻣﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ .ﻟﻘﺪ اﺳﺘﻔﺎدت
اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻫﻨﺎ ﻣﻦ اﻟﻤﻜﺎﻧﺔ اﻟﺮاﺳﺨﺔ اﻟﺘﻲ
ﺗﺤﺘﻠﻬﺎ ﻓﻲ اﺳﻮاق اﻟﺘﻲ ﺗﻌﻤﻞ ﺑﻬﺎ وﺧﺎﺻﺔ ﻣﻊ
اﻧﺨﻔﺎض ﻓﺎﻋﻠﻴﺔ اﻟﻤﻨﺎﻓﺴﺔ اﻟﺨﺎرﺟﻴﺔ إﻟﻰ ﺟﺎﻧﺐ
اﻟﺸﺒﻜﺎت اﻟﺘﺠﺎرﻳﺔ اﻟﻘﻮﻳﺔ اﻟﺘﻲ أﻧﺸﺄﺗﻬﺎ داﺧﻞ ﻫﺬه
اﺳﻮاق واﻟﻌﻼﻗﺎت اﻟﻘﻮﻳﺔ ﻣﻊ اﻟﺒﻨﻮك واﻟﺘﻲ ،ﺣﺘﻰ
ﺣﺪوث ازﻣﺔ اﻟﻤﺎﻟﻴﺔ اﺧﻴﺮة ،ﻛﺎﻧﺖ ﺗﻘﻮم ﺑﺘﻮﻓﻴﺮ
اﻟﺘﻤﻮﻳﻞ اﻟﻼزم ﻟﻠﺸﺮﻛﺎت ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ﺑﺸﻜﻞ أﻳﺴﺮ ﺑﻜﺜﻴﺮ ﻣﻤﺎ ﻳﺤﺪث ﻣﻊ
اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ أي ﻣﻜﺎن آﺧﺮ ﻣﻦ اﻟﻌﺎﻟﻢ.
ﻫﻨﺎك اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﺼﻔﺎت اﻟﻤﻤﻴﺰة ﻟﻠﺸﺮﻛﺎت
اﻟﻌﺎﺋﻠﻴﺔ ،وﻗﺪ ﺗﻤﺖ ﻣﻨﺎﻗﺸﺔ ﻫﺬه اﻟﺼﻔﺎت
ﺑﺎﺳﺘﻔﺎﺿﺔ ﻓﻲ أﺣﺪث دراﺳﺔ ﻋﺎﻟﻤﻴﺔ ﻗﺎﻣﺖ ﺑﻬﺎ
ﺑﺮاﻳﺲ وﺗﺮﻫﺎوس ﻛﻮﺑﺮز  PwCﻟﻠﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ اﻟﻔﺘﺮة ﻣﺎ ﺑﻴﻦ ﻳﻮﻧﻴﻮ وﺳﺒﺘﻤﺒﺮ .2012

ﻳﺆدي ﻧﻈﺎم ﻣﻠﻜﻴﺔ اﻟﻌﺎﺋﻠﺔ ﻛﺬﻟﻚ إﻟﻰ وﺟﻮد
ﻓﺮوﻗﺎت ﻣﻠﺤﻮﻇﺔ ﻓﻲ أﺣﻜﺎم اﻟﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ ،وﺗﺤﺘﺎج اﻟﺸﺮﻛﺎت اﻟﺘﻲ ﺗﺰاول أﻋﻤﺎﻟﻬﺎ
ﻓﻲ ﺳﻴﺎﻗﺎت ﺛﻘﺎﻓﻴﺔ واﺟﺘﻤﺎﻋﻴﺔ ﺷﺪﻳﺪة اﻟﺘﺒﺎﻳﻦ إﻟﻰ
إﻃﺎر ﺣﻮﻛﻤﻲ ﻣﻼﺋﻢ ﻻﺣﺘﻮاء ذﻟﻚ اﻟﺘﺒﺎﻳﻦ وﺧﺎﺻﺔ
ﻓﻴﻤﺎ ﻳﺘﻌﻠﻖ ﺑﺎﻟﻤﻮﺿﻮﻋﺎت ذات اﻟﺤﺴﺎﺳﻴﺔ اﻟﺨﺎﺻﺔ
ﻣﺜﻞ ﻫﻴﻜﻠﺔ ﻣﺠﻠﺲ ادارة وﺗﺮﺗﻴﺒﺎت اﻟﺨﻼﻓﺔ.
وﻫﻨﺎك ﻋﺪد ﻣﻦ اﻟﺸﺮﻛﺎت ﻓﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻻ ﻳﻮﺟﺪ ﻟﺪﻳﻬﺎ ﺳﻮى ﻋﺪد ﻗﻠﻴﻞ
ﺟﺪ¼ ﻣﻦ اﻟﻘﻮاﻋﺪ اﻟﺮﺳﻤﻴﺔ ،وﻗﺪ ﻳﻜﻮن اﻟﻤﺆﺳﺴﻮن
ﻗﺪ ﺗﻤﻜﻨﻮا ﻣﻦ اﻟﻌﻤﻞ ﺑﻨﺠﺎح ﻓﻲ ﻇﻞ ﻫﺬا اﻣﺮ
وﻟﻜﻦ اﺣﺘﻤﺎﻻت ﻧﺸﻮء اﻟﻨﺰاﻋﺎت ﺗﺘﺰاﻳﺪ ﻣﻊ اﻻﻧﺘﻘﺎل
ﻣﻦ ﺟﻴﻞ إﻟﻰ ﺟﻴﻞ ـ وﺑﺎﻟﻄﺒﻊ ﻓﻲ اﺟﻴﺎل اﻛﺒﺮ
ﺣﺠﻤ ºـ ﻣﻦ ﺣﻤﻠﺔ اﺳﻬﻢ ﻓﻲ اﻟﻌﺎﺋﻠﺔ.

وﻳﻌﺪ ﻫﺬا اﻟﺴﺒﺐ أﺣﺪ اﺳﺒﺎب اﻟﺘﻲ أدت إﻟﻰ ﺗﺰاﻳﺪ
وﻋﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ ﻣﻨﻄﻘﺔ اﻟﺨﻠﻴﺞ ﺑﺄﻫﻤﻴﺔ
اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ اﻟﺠﻴﺪة واﻟﺪور اﻟﺬي ﻳﻤﻜﻨﻬﺎ
أن ﺗﻠﻌﺒﻪ ﻟﻀﻤﺎن ادارة اﻟﺴﻠﻴﻤﺔ داﺧﻞ اﻟﺸﺮﻛﺔ
وأﻳﻀ ºﻟﻤﺎ ﻟﻬﺎ ﻣﻦ دو ٍر واﺿﺢ ﻓﻲ ﺟﺬب اﻟﻌﻤﻼء
اﻟﺨﺎرﺟﻴﻴﻦ واﻟﻤﺴﺘﺜﻤﺮﻳﻦ وﺷﺮﻛﺎء اﻟﻌﻤﻞ ﻣﻦ ﺧﺎرج
ﻧﻄﺎق اﻟﺸﺮﻛﺔ .وﺑﺎﻟﻘﻄﻊ ﻓﻘﺪ ﺗﺰاﻳﺪ اﻟﻮﻋﻲ ﺑﺘﻠﻚ
اﻟﻌﻮاﻣﻞ ﺧﻼل اﻟﺴﻨﻮات اﻟﺨﻤﺲ اﻟﻤﺎﺿﻴﺔ وﻟﻜﻦ
ﻣﺎزال ﻫﻨﺎك اﻟﻤﺰﻳﺪ ﻳﺘﻌﻴﻦ ﻋﻠﻰ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ
ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ اﻟﻘﻴﺎم ﺑﻪ
ﻟﺘﻄﻮﻳﺮ ﻣﻤﺎرﺳﺎﺗﻬﺎ ﻓﻲ ﻫﺬا اﻟﻤﺠﺎل اﻟﺤﻴﻮي.
ﻳﺘﻨﺎول ﻫﺬا اﻟﺘﻘﺮﻳﺮ ﻧﺘﺎﺋﺞ ﺗﺤﻠﻴﻞ ﻣﻔﺼﻞ ﻟﻠﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ ﻓﻲ ﻗﻄﺎع اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ وﻳﻬﺪف إﻟﻰ:
 .1رﻓﻊ اﻟﻮﻋﻲ وزﻳﺎدة اﻟﻔﻬﻢ ﻟﻠﻤﻮﺿﻮﻋﺎت اﻟﺘﻲ
ﺗﺘﻌﻠﻖ ﺑﺎﻟﺤﻮﻛﻤﺔ واﺗﺠﺎﻫﺎﺗﻬﺎ وﻣﻤﺎرﺳﺎﺗﻬﺎ
اﻟﻘﺎﺋﻤﺔ ﺣﺎﻟﻴ ºﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ.
 .2ﺗﻤﻜﻴﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻣﻦ ﻋﻘﺪ اﻟﻤﻘﺎرﻧﺔ
ﺑﻴﻦ ﺷﺮﻛﺎﺗﻬﻢ واﻟﺸﺮﻛﺎت اﺧﺮى ﻓﻲ ﻧﻔﺲ
اﻟﻤﻨﻄﻘﺔ واﻛﺘﺴﺎب اﻟﺮؤى ﺣﻮل ﻛﻴﻔﻴﺔ
ﻣﻌﺎﻟﺠﺔ اﻟﺸﺮﻛﺎت اﻟﻤﺸﺎﺑﻬﺔ ﻟﺘﻠﻚ
اﻟﻤﻮﺿﻮﻋﺎت اﻟﺨﺎﺻﺔ ﺑﺎﻟﺤﻮﻛﻤﺔ.
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وﻓﻴﻤﺎ ﻳﻠﻲ أﻫﻢ اﻟﻨﺘﺎﺋﺞ اﻟﺘﻲ ﺗﻮﺻﻞ إﻟﻴﻬﺎ اﻟﺒﺤﺚ:

ﺗﺮى ﻣﻌﻈﻢ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ اﻟﺘﻲ ﺗﻢ إﺟﺮاء
اﻟﻤﻘﺎﺑﻼت ﻣﻌﻬﺎ أن ﻣﻮﺿﻮع اﻟﺤﻮﻛﻤﺔ
اﻟﻤﺆﺳﺴﻴﺔ ﺳﻮف ﻳﺼﺒﺢ ﻣﻦ اﻟﻤﻮﺿﻮﻋﺎت
اﻟﺮﺋﻴﺴﻴﺔ ﻓﻲ اﻟﻤﺴﺘﻘﺒﻞ.
ﺗﻨﻈﺮ اﻟﻌﺪﻳﺪ ﻣﻦ ﺗﻠﻚ اﻟﺸﺮﻛﺎت إﻟﻰ اﻟﺤﻮﻛﻤﺔ
ً
واﺣﺪة ﻣﻦ اﻟﻮﺳﺎﺋﻞ اﻛﺜﺮ أﻫﻤﻴﺔ ﻓﻲ
ﺑﺎﻋﺘﺒﺎرﻫﺎ
ﺗﺤﻘﻴﻖ اﻣﺎن ﺑﻌﻴﺪ اﻟﻤﺪى ﻋﻤﺎﻟﻬﺎ ،ﻛﻤﺎ أﻧﻬﺎ
وﺳﻴﻠﺔ ﻟﺘﺤﺴﻴﻦ اﻟﺸﻔﺎﻓﻴﺔ واﻟﻜﻔﺎءة
واﺟﺘﺬاب رؤوس اﻣﻮال واﻟﻤﻮاﻫﺐ.
ﺗﻢ إﺟﺮاء اﻟﺒﺤﺚ اﻟﺨﺎص ﺑﻬﺬا اﻟﺘﻘﺮﻳﺮ اﻟﺬي ﻳﺘﻨﺎول ﻣﻤﺎرﺳﺎت اﻟﺤﻮﻛﻤﺔ ﻟﺪى اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﺑﻨﺎء ﻋﻠﻰ ﻣﻘﺎﺑﻼت ﺗﻢ إﺟﺮاﺋﻬﺎ ﻣﻊ أﻛﺜﺮ ﻣﻦ ﻣﺎﺋﺔ ﺷﺮﻛﺔ ﻋﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ً
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ .وﻳﻬﺪف ﻫﺬا اﻟﺒﺮﻧﺎﻣﺞ اﻟﺒﺤﺜﻲ إﻟﻰ ﻣﺎ ﻳﻠﻲ:

 .1رﻓﻊ اﻟﻮﻋﻲ وزﻳﺎدة اﻟﻔﻬﻢ ﻟﻠﻤﻮﺿﻮﻋﺎت اﻟﺘﻲ
ﺗﺘﻌﻠﻖ ﺑﺎﻟﺤﻮﻛﻤﺔ واﺗﺠﺎﻫﺎﺗﻬﺎ وﻣﻤﺎرﺳﺎﺗﻬﺎ
اﻟﻘﺎﺋﻤﺔ ﺣﺎﻟﻴ ºﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول
ﻣﺠﻠﺲ اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ.
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 .2ﺗﻤﻜﻴﻦ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻣﻦ ﻋﻘﺪ اﻟﻤﻘﺎرﻧﺔ ﺑﻴﻦ
ﺷﺮﻛﺎﺗﻬﻢ واﻟﺸﺮﻛﺎت اﺧﺮى ﻓﻲ ﻧﻔﺲ
اﻟﻤﻨﻄﻘﺔ واﻛﺘﺴﺎب اﻟﺮؤى ﺣﻮل ﻛﻴﻔﻴﺔ ﻣﻌﺎﻟﺠﺔ
اﻟﺸﺮﻛﺎت اﻟﻤﺸﺎﺑﻬﺔ ﻟﺘﻠﻚ اﻟﻤﻮﺿﻮﻋﺎت اﻟﺨﺎﺻﺔ
ﺑﺎﻟﺤﻮﻛﻤﺔ.

وﻓﻲ اﻟﻤﻘﺎﺑﻞ ،ﻓﺈن اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ ﻻ
ﺗﺄﺗﻲ ﻋﻠﻰ رأس اوﻟﻮﻳﺎت اﻻﺳﺘﺮاﺗﻴﺠﻴﺔ ﻓﻲ
اﻟﻮﻗﺖ اﻟﺤﺎﻟﻲ ﻣﻘﺎرﻧﺔ ﺑﺎﻻﻫﺘﻤﺎﻣﺎت اﻟﺘﺠﺎرﻳﺔ
واﻟﺘﺸﻐﻴﻠﻴﺔ وارﺑﺎح اﻟﻜﻠﻴﺔ.
إن أﻫﻢ ﻣﻮﺿﻮﻋﻴﻦ ﻣﻦ ﻣﻮﺿﻮﻋﺎت اﻟﺤﻮﻛﻤﺔ
ﻓﻲ اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﻓﻲ دول ﻣﺠﻠﺲ
اﻟﺘﻌﺎون اﻟﺨﻠﻴﺠﻲ ﻫﻤﺎ ﻣﻮﺿﻮﻋﺎ اﻟﺨﻼﻓﺔ
وإدارة اﻟﻨﺰاﻋﺎت ،وﻏﺎﻟﺒ ºﻣﺎ ﻳﺮﺗﺒﻂ ﻛﻞ ﻣﻨﻬﻤﺎ
ﺑﺎ¾ﺧﺮ ارﺗﺒﺎﻃ ºﻣﺒﺎﺷﺮ¼.

ﺗﺸﻤﻞاﻟﻤﻮﺿﻮﻋﺎتاﺧﺮىاﻟﺸﻔﺎﻓﻴﺔواﻟﻤﺴﺎءﻟﺔ
وإﺿﻔﺎء اﻟﻄﺎﺑﻊ اﻟﺮﺳﻤﻲ ﻋﻠﻰ اﻟﺒﻨﺎء اداري
ﻟﻠﺸﺮﻛﺔوﺗﺤﺴﻴﻦاﻟﻘﻮاﻧﻴﻦواﻟﻌﻤﻠﻴﺎتواﻟﺤﺎﺟﺔ
ﻟﻤﻤﺎرﺳﺎت أﻓﻀﻞ ﻋﻠﻰ ﻣﺴﺘﻮى ﻣﺠﺎﻟﺲ ادارات؛
وﻳﺮى اﻟﻌﺪﻳﺪ ﻣﻦ اﻟﻤﺸﺎرﻛﻴﻦ ﻓﻲ اﻟﻤﻘﺎﺑﻼت أن
إﺟﺮاء اﻟﺘﻄﻮرات ﻓﻲ ﻫﺬه اﻟﻤﺠﺎﻻت ﺳﻮف ﻳﺮﺗﻘﻲ
ﺑﺎﻟﻤﺴﺘﻮى اﻟﻤﻬﻨﻲ ﻟﻠﺸﺮﻛﺔ وﻳﻌﺰز ﻣﻦ ﻗﺪرﺗﻬﺎ
اﻟﺘﻨﺎﻓﺴﻴﺔ ﻋﻠﻰ اﻟﺼﻌﻴﺪ اﻟﻌﺎﻟﻤﻲ.
ﻣﻦ اﻟﻀﺮوري ﻟﻠﻐﺎﻳﺔ ﻓﻲ دول ﻣﺠﻠﺲ اﻟﺘﻌﺎون
اﻟﺨﻠﻴﺠﻲ ،ﻣﺜﻠﻬﺎ ﻣﺜﻞ أي ﻣﻨﻄﻘﺔ أﺧﺮى ﻓﻲ
اﻟﻌﺎﻟﻢ ،أن ﺗﻘﻮم اﻟﺸﺮﻛﺎت اﻟﻌﺎﺋﻠﻴﺔ ﺑﺒﺤﺚ
ﻣﻮﺿﻮع اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ ،وﻫﻮ ﻣﻮﺿﻮع
ﻳﺨﺘﻠﻒ ﻋﻦ ﻣﻮﺿﻮع اﻟﺤﻮﻛﻤﺔ اﻟﻤﺆﺳﺴﻴﺔ.
ﻓﺘﻨﺎول اﻟﺤﻮﻛﻤﺔ اﻟﻌﺎﺋﻠﻴﺔ ﻣﻦ ﻣﻨﻈﻮر أﻛﺜﺮ
دﻗﺔ ﻣﻦ ﺷﺄﻧﻪ أن ﻳﺴﺎﻋﺪ ﻫﺬه اﻟﺸﺮﻛﺎت ﻋﻠﻰ
اﻟﻔﺼﻞ ﺑﻴﻦ اﻟﺸﺌﻮن اﻟﻌﺎﺋﻠﻴﺔ وﻣﻮﺿﻮﻋﺎت
اﻟﻌﻤﻞ واﻟﺘﻌﺎﻣﻞ ﻣﻊ اﻟﻤﻮﺿﻮﻋﺎت اﺧﺮى اﻟﺘﻲ
ﺗﺸﻜﻞ ﺗﺤﺪﻳﺎت أﻛﺒﺮ ﻟﻠﺸﺮﻛﺎت وﻣﺜﺎل ذﻟﻚ
ﺗﺨﺼﻴﺺ اﺳﻬﻢ وإﺟﺮاء ﺗﻘﻴﻴﻢ اداء
وﺗﺤﺪﻳﺪ اﻟﻤﻜﺎﻓﺂت ووﺿﻊ اﻟﻤﻌﺎﻳﻴﺮ
اﻟﻤﻮﺿﻮﻋﻴﺔ ﻟﻤﺸﺎرﻛﺔ أﻓﺮاد اﻟﻌﺎﺋﻠﺔ ﻓﻲ
ﺳﻮاء ﻋﻠﻰ ﻣﺴﺘﻮى ﺻﻐﺎر اﻟﻤﻮﻇﻔﻴﻦ أو
اﻟﻌﻤﻞ
ً
اﻟﻤﺪﻳﺮﻳﻦ اﻟﺘﻨﻔﻴﺬﻳﻴﻦ.
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