
Minority groups,  suffering from the stereotype threat which definedthe threat of stereotypes from others, them with worse performance than the otheroften perform poorly in contrast to members of the majority group. In many cases, this may lead to their that’s why their  performance might settle reinforcing the negative stereotype in many cases.    	Comment by Avraham Kallenbach: עריכה

HoweverNevertheless, nurses working in ethnically and religiously diverse teams cope with these challenges quite effectively in their daily practicetheir day-to-day work, they taking advantage  the variety elementtaking advantage of the variety in their teams—, such asfor example, tailoring care to the specific cultural needs of the patients.

The study of intergroup contact has focusedd on the effects of contact,  and the cognitive, communication and emotional processes that progress take place in contact situations. Those Such studies prove that intergroup encounters meetings have the potential to be tense because of previous negative encounters between groups and the perceived negative negative perception salient of the other group.  The StudiesStudies have also revealed the factors that may can promote positive, reciprocal perceptions and cooperative interactions and theas well as the obstacles that hinder relationships in diverse groups and societies.

In particular, our study will explore the encounter between groups in a real- life setting – in the context of their work- teams. It focuses on the relationships and intergroup contacts of between Jews and Arabs working side-by-side.  This is a context in which the setting formation and objectives are not of the members’ choosingchosen by team-members themselves, but a are simply the result of organizational policy.
Additionally, The this article defines and demonstrates an innovative research approach that which studies intergroup contact in natural, real life situations, unlike most prior research.


The present study will fill lacunae in the literature on a number of levels. First, it represents an example of an innovative approach which examines intergroup contact and conflict in a real-life setting and not under controlled conditions. The latter approach has been employed in a large number of previous studies on this subject. 	Comment by Avraham Kallenbach: תרגום
It is important to emphasize that the definition of real-life setting is complex. When studying intergroup contact in real-life it is important to understand that circumstances are not identical in all cases. Therefore, different life situations can have different influences on intergroup contact and meeting—a matter requiring special examination. This study analyzes intergroup contact in the specific context of the workplace and work-teams. 
In this situation, workers do not know how long contact will last. In other words, contact may continue for as long as a decade or as short as a couple of months (for example, due to lay-offs or decisions made by management). Workers choose to manage their interactions in light of this fact. 
Moreover, it should be taken into account that the workplace constitutes the source of income for workers; they rely on it to support themselves and their families. Therefore, it may be difficult, if not impossible for a worker to decide to quit their job (even when this is what they would most rather do).
Another important point: even if a worker has the opportunity to leave and transfer to another work-team, the diversity within nursing teams in Israel—in almost all medical centers—is uniform. Therefore, even transferring to another work-team is likely to demand from a worker similar coping with issues related to the heterogeneous ethnic-religious composition of a team.The present study, examines these relationships in light of the aforementioned.
Second, this study has integrated two disciplines which examine intergroup contact. On the one hand, the relationship under study are situated in the context of a divided society beset by a protracted conflict, its intensity vacillating in response to events related to Israel’s Israeli-Palestinian issue. On the other hand, contact is forced upon members of rival groups, operating within a small heterogenous group—the work team. This element refers to the criticism leveled by Pettigrew and Hewstone (2017) about studying intergroup contact while referring to factors which can influence the interaction and the contact.
Third, this study specifically examines the relations between an ethnic-religious minority and majority within a work-team which includes members of rival group, in the context of the Israeli-Palestinian conflict. This is as opposed to the team diversity and heterogeneity examined in a previous study (Desivilya & Raz, 2015). 
This study highlights the complexity and difficulties entailed by asymmetrical relations within work teams. It shows that while the reality of ethnically and religiously diverse work-teams entails long-term exposure to the other group, this does not lead to a heightened awareness of injustice and unequal power relations, nor does it engender an ethical response of empathy to the suffering of others. This is as opposed to the cases of Ron & Maoz (2013) in terms of the moderators of group-meetings. In our case the opposite is true: interviewees are familiar only with the views of their own ingroup. 	Comment by Avraham Kallenbach: הוספתי
It seems that the inability to voice opinions in asymmetrical relationships does not improve relationships between groups but instead leads to embitterment and feelings of injustice and unfairness among members of both groups (the majority and the minority). Therefore, it is very important to allow the members of each group to freely voice their opinions within the group. This will expose each side to the feeling of the other and will perhaps lay the ground for dialogue and even a change in perception towards the out-group. 

