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Abstract 

This thesis aimed at the intricate impact of organizational innovation and performance 

in the context of "Jawwal," a prominent Palestinian telecommunications company. The 

research investigates how organizational innovation influences critical performance 

indicators, including profitability, market positioning, customer satisfaction, and 

employee engagement. Moreover, it scrutinizes the mediating role of vision and 

mission in shaping the connection between organizational innovation and 

performance. By emphasizing the significance of fostering an innovation culture and 

aligning organizational objectives with the company's vision and mission, the study of 

Jawwal illuminates the dynamics of the telecommunications industry in the Palestinian 

region. 

The study employs a mixed-methods approach, incorporating a questionnaire that 

gathers quantitative data from Jawwal employees. Utilizing a Likert scale, the 

questionnaire assesses employee perspectives on organizational performance, covering 

crucial indicators such as goal attainment, financial success, market position, customer 

satisfaction, and employee motivation. The quantitative data analysis provides empirical 

evidence of the relationship between organizational innovation and performance. 

In addition, the research conducts interviews with Jawwal's employees to collect 

qualitative insights into the impact of organizational innovation on the firm's 

performance and its alignment with the company's vision and mission. The interviews 

offer expert opinions on Jawwal's strategies for promoting innovation, the challenges 

faced, and the role of vision and mission in guiding innovation efforts. 

By synthesizing quantitative and qualitative data, this study aims to comprehensively 

understand the impact of organizational innovation on Jawwal's performance. The 
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findings contribute to the organizational management knowledge base, particularly in 

the telecommunications sector, and offer valuable recommendations for enhancing 

productivity and cultivating an innovation-driven culture. The study's main result 

underscores the pivotal role of organizational innovation in influencing various aspects 

of performance, laying the groundwork for strategic improvements. A key 

recommendation involves integrating innovation initiatives with the company's vision 

and mission to enhance organizational performance and competitiveness further. 
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KPIs (Key Performance Indicators), CRM (Customer Relationship Management). 
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Chapter 1:  Framing the Study 

1.1. Introduction 

In today's highly competitive corporate environment, research on organizational 

innovation and its influence on organizational performance is crucial. Understanding the 

link between organizational innovation and performance is crucial for businesses 

seeking to grow, remain competitive, and accomplish their strategic goals. The 

independent variable in this study is organizational innovation, which refers to the 

implementation of new concepts, methods, products, or business models. 

The dependent variable is organizational performance, which encompasses financial 

success, operational efficiency, productivity, customer satisfaction, market share, and 

staff engagement. This research seeks to shed light on the dynamics of the 

telecommunications sector and give significant insights for both theory and practice by 

investigating the impact of organizational innovation on organizational performance. 

Furthermore, the study will investigate the influence of vision and mission statements in 

determining the link between organizational innovation and performance. The 

dimensions chosen for each alternative will be extensively examined in order to offer a 

thorough grasp of the issue and its consequences for the Palestinian 

Telecommunications Company "Jawwal" and other similar organizations. 

The research will focus on Palestinian Telecommunication firm "Jawwal" individuals 

who work for the chosen firm, which employs around 3,000 people. The researchers 

will gather data directly from employees to gain a better understanding of their 

perceptions of organizational creativity, vision, and mission, as well as their influence 

on organizational performance. 



2 

 

 

This research aims to provide valuable insights into the dynamics of the 

telecommunication sector in this geographic area by conducting a study within a 

Palestinian Telecommunication Company "Jawwal," in the Headquarters building in 

Ramallah - West Bank and examining the effect of organizational innovation on 

organizational performance with a vision and mission as a mediator. The findings will 

add to the body of knowledge by focusing on the West Bank's distinctive setting and the 

implications for organizational innovation and performance. 

The present research seeks to investigate the complex link between organizational 

innovation, organizational performance, and the mediating role of a company's mission 

and vision. It focuses on a unique study, the Palestinian telecommunications business 

"Jawwal," which provides valuable and real-world background for this examination. 

The general research question for this study is, "How does organizational innovation 

impact organizational performance, with the mission and vision serving as mediators?". 

This thesis has three main missions. It provides a comprehensive understanding of 

organizational innovation, exploring its various aspects and expressions. Second, it 

looks at the multifaceted nature of organizational performance, which includes 

financial, operational, and customer-related elements. Finally, it carefully investigates 

the mediating role of a company's goal and vision in defining the link between 

organizational innovation and performance. 

By the completion of this investigation, it is expected that a better knowledge of the 

dynamics of organizational innovation, organizational performance, and the mediating 

role of mission and vision would have been gained. Furthermore, this research is 

expected to produce practical insights and suggestions to help firms, including Jawwal 
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and others in similar situations, on their path to improved performance and long-term 

success. 

The chapters that follow in the research will go deeper into these topics, presenting 

empirical data, critical analysis, and profound insights. This research will contribute to 

the scholarly discussion on organizational innovation, as well as the strategic 

development and decision-making processes of firms operating in dynamic and 

competitive environments. 

 

1.2. Research Problem 

Organizational innovation is one of the most important factors for developing effective 

corporate strategic initiatives. Organizations use it to improve organizational 

performance, personnel performance, and the mission and vision, ensuring continuous 

progress and growth. 

(Chen et al., 2020; Tanesab & Park, 2020; Nieves & Quintana, 2018) Studies in 

commercial and public sector firms show a relationship between organizational 

innovation and job success. 

Based on previous study, the researcher's viewpoint and experience in her profession, 

and her exposure to various settings, it became clear that there should be a stronger 

emphasis on the influence of organizational innovation on organizational performance 

at the institution.  

This study investigates how organizational innovation affects organizational 

performance, as well as the mission and vision of large businesses (those with more 

than 2,000 employees and $1 billion in annual revenue), where innovation is viewed as 
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an important factor in determining a company's excellence and continuity (Nasrudin, 

2022). 

Today's businesses operate in ever-changing and complex environments, necessitating 

an urgent need for organizational innovation. Managers in modern administrative 

organizations must be committed to assisting employees in developing their problem-

solving, decision-making, and idea-generation abilities. Understanding how vision and 

mission affect the link between organizational innovation and performance can give 

significant insights into strategic management in telecommunications companies. 

How does organizational innovation affect large-scale corporate performance and 

mission/vision alignment? How can vision and mission influence the link between 

organizational innovation and success in today's fast-changing and complicated 

corporate environment? 

 

1.3. Research Objectives 

Experts have recognized innovation as a source of wealth in recent decades. Innovation 

is based on realistic concepts and standards that enhance organizational and personnel 

performance while assisting in the creation of the company's most suitable vision and 

mission. It shapes the company's future and fosters employee trust, which is the 

foundation for practical problem solving, decision-making, and open communication at 

work. 

 

1.3.1. Main Objective: 

Examine how organizational innovation, with mission and vision as mediators, impacts 

organizational performance.  
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1.3.2. Sub Objectives: 

a. To understand organizational innovation concept and its dimensions. 

b. To learn about organizational performance and its dimensions. 

c. To analyze the role of mission and vision in mediating the relationship between 

organizational innovation and organizational performance. 

 

1.4. Research Questions 

These issues contribute to an understanding of how organizational innovation, as 

mediated by mission and vision, impacts organizational performance in today's 

changing business world. The study topics, which center on a Palestinian telecoms firm, 

seek to identify the features of creativity and performance while also exploring the role 

of mission and vision as mediators. 

 

1.4.1. Main Research Question 

How does organizational innovation, with mission and vision as mediators, impact 

organizational performance in a Palestinian Telecommunication Company? 

 

1.4.2. Sub Research Questions  

a. What are the dimensions and components of organizational innovation in the 

context of a Palestinian Telecommunication Company? 

b. What are the dimensions and indicators of organizational performance within the 

Palestinian Telecommunication Company? 



6 

 

 

c. How do the mission and vision statements of the Palestinian Telecommunication 

Company influence the relationship between organizational innovation and 

organizational performance? 

 

1.5. Research Significance  

The importance of this research, particularly within the telecommunications sector, 

cannot be overstated. Organizational innovation holds immense relevance for the 

rapidly evolving communications industry, necessitating continuous efforts and 

perpetual innovation to stay abreast of global advancements. This research assumes 

critical significance in the telecommunications sector, where innovation is a 

cornerstone. The sector's dynamic nature demands swift adaptation to technological 

shifts and continuous inventive endeavors to meet and exceed consumer expectations. 

A compelling example of the pivotal role of organizational innovation in the 

telecommunications realm is evident in the case of Jawwal Company. Without their 

innovative offerings beyond traditional services like "minutes and internet," the 

company might have become obsolete in the face of intense competition. Therefore, 

this research serves as a beacon for telecom companies, underlining the indispensable 

role of organizational innovation in sustaining relevance and competitiveness. 

From a theoretical standpoint, this research contributes to the evolving field of 

organizational management, enriching the understanding of how innovation interacts 

with mission and vision to shape organizational performance. Scientifically, it offers a 

nuanced exploration of the complexities inherent in organizational dynamics, 

providing a foundation for future scholarly inquiries. 
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On a practical level, the insights derived from this research offer actionable 

recommendations for practitioners in the telecommunications sector. The findings 

guide organizations like Jawwal in strategically enhancing performance assessment, 

fostering individual innovation, and aligning skills development initiatives with 

innovation goals. Moreover, the research's emphasis on improving internal 

communication, monitoring external factors, and implementing agile response 

processes provides practical tools for navigating the fast-paced and competitive 

telecommunications landscape. 

In essence, this research is a vital resource for academics seeking to delve into the 

intricacies of organizational dynamics, for telecommunications professionals aiming to 

enhance their innovative capacity, and for businesses globally grappling with the 

challenges of sustained innovation and organizational performance. 

 

1.5.1 Theoretical Importance: 

From a theoretical approach, this research contributes to the existing body of 

knowledge by exploring the impact of organizational innovation on organizational 

performance. By investigating the link between these two dimensions, this research 

broadens theoretical knowledge while also providing empirical data on the role of 

innovation in achieving organizational results. The findings will add to existing ideas 

and frameworks for innovation management, giving new perspectives and insights into 

how innovation influences performance. 
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1.5.2 Scientific Importance: 

In terms of scientific relevance, the research uses rigorous research methodology and 

data analysis tools to investigate the research topics. By following recognized scientific 

principles and standards, the study assures that its findings are reliable and legitimate.  

 

1.5.3 Importance to Workers in the Field: 

This research has practical implications for professionals in the field of organizational 

management. This research tackles a significant and current problem among managers 

and practitioners by looking at the influence of organizational innovation on 

organizational performance in medium-sized businesses. The findings will give useful 

insights and practical recommendations that may be implemented in real-world 

organizational contexts. Managers may use these insights to create successful 

innovation strategies, improve performance results, and match their businesses' mission 

and vision. The study's implications for achieving a competitive edge will also help 

practitioners develop methods to differentiate themselves in the market. 

 

1.5.4 Importance from a Conceptual Perspective: 

This research contributes to our understanding of organizational innovation. The 

research provides a complete knowledge of the role of innovation in the corporate 

setting by looking at its influence on organizational performance, mission, and vision. 

The conceptual insights gained from this study will help to refine existing theoretical 

frameworks and enhance our knowledge of how innovation influences organizational 

outcomes. This conceptual contribution will help future research efforts and encourage 

more academic investigation into the dynamics of organizational innovation and its 

consequences for performance and strategic management. 
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In conclusion, the research has theoretical, scientific, and practical implications. It adds 

to the current body of information, offers useful insights for academics and 

practitioners, and deepens our understanding of the link between organizational 

innovation and performance. The study's findings will have theoretical consequences, 

expand the scientific knowledge base, provide practical advice for practitioners, and 

lead to a better understanding of organizational innovation. 

 

1.6. Research Scope 

The researcher will conduct an in-depth study at Palestine telecoms Company "Jawwal," 

a major participant in the telecoms market operating in the West Bank and Gaza Strip. 

Jawwal's significant presence in the region, as well as its strategic relevance, make it an 

attractive subject for research, with the goal of filling current knowledge gaps and 

contributing to the field. Jawwal, with over 3,000 people in several departments, 

provides an ideal setting for investigating the complex link between organizational 

innovation and performance, with a focus on the mediating role of vision and mission 

statements. 

Companies like Jawwal operate in the West Bank and Gaza Strip's dynamic and fast 

expanding telecommunications sector, navigating fierce market rivalry, technology 

improvements, regulatory complexities, and increased consumer demands. This study 

recognizes a huge knowledge gap in comprehending the unique characteristics of the 

Palestinian telecom market. By undertaking an in-depth study inside Jawwal, it hopes to 

give unique insights that add significant value to the present body of knowledge. 

This research adds considerably to the current literature by revealing the distinct 

dynamics of the Palestinian telecom industry and offering a nuanced understanding of 
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the complex link between organizational innovation, vision, and mission and 

organizational performance. The study addresses a significant knowledge vacuum, 

providing useful insights for academics, practitioners, and policymakers in 

organizational management. Furthermore, its findings may direct future research efforts 

and impact strategic decision-making in the telecoms business. As a result, our research 

serves as a spark for furthering the conversation around organizational innovation and 

performance in the West Bank. 
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Chapter 2:  Conceptual Framework and Literature Review 
 

Provides a thorough theoretical framework and literature review as the foundation for 

investigating the dynamic relationship between organizational innovation and 

organizational performance, the impact of organizational innovation on organizational 

performance, and the mediating role of vision and mission. This chapter also 

investigates the telecommunications industry's unique challenges and prospects for 

organizational innovation and performance improvement. By combining these key 

notions, the chapter provides the framework for a more in-depth investigation of how 

these components interact to shape the performance environment in the 

telecommunications industry, with an emphasis on the mediating role of vision and 

mission. 

 

2.1. Conceptual and Theoretical Framework  

The theoretical framework section serves as a conceptual cornerstone, elucidating the 

terminology employed in this research project. Every term's dimension will be 

meticulously delineated, culminating in a coherent and comprehensive grasp of their 

meanings. This elucidation is pivotal for establishing a robust foundation to delve into 

the interconnected dynamics within the telecommunications sector. It is noteworthy that 

the study model will be outlined in Table 1 below for reference. 
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2.1.1. Innovation 

Fariborz-Damanpour (2020) define innovation as the development and implementation 

of new ideas, products, services, or procedures that lead to significant improvements or 

changes in the business. 

According to Pratibha et al. (2022), study, innovation is an integral facet of value 

creation, facilitating companies in adopting novel ideas, processes, and methods to align 

with consumer expectations and enhance overall performance. Damanpour concurs with 

these scholarly perspectives, offering his definition of innovation as the envisioning and 

implementing of new concepts, goods, services, or techniques, resulting in substantial 

changes or adaptations to the business framework. The thesis aligns with Damanpour's 

conceptualization of innovation, asserting that it encompasses fresh ideas, products, 

processes, services, technologies, and strategies. This holistic perspective emphasizes 

Dependent Variable 
Independent Variable 

 

Organizational Performance 
Organizational Innovation 

 

Profitability Innovation Culture 

Growth Organizational Structure 

Employee Satisfaction 
Information (Vision, Mission, and 

Strategy) 

Customer Satisfaction 
Internal Communications 

Achieving Competitive Advantage Management Support 

Market Position Skills Development 

Figure 1Study Model 
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the dynamic nature of innovation, illustrating its capacity to permeate all aspects of 

organizational activities while contributing significantly to developmental initiatives 

and fostering flexibility. The comprehensive approach endorsed by Damanpour serves 

as a foundational framework guiding the exploration and understanding of innovation 

within the context of the thesis. 

 

2.1.2. Independent Variable: Organizational Innovation 

(Damanpour, 2017), defines organizational innovation as the introduction and 

implementation of new organizational concepts, procedures, technologies, or business 

models. 

According to Hajar et al. (2022), organizational innovation is an action that contributes 

to increased operational performance, improved customer experiences, and the 

differentiation of competitive advantages. 

Muhammad Namazi and Naveed Reza Namazi (2016) integrated the definition of 

(Damanpour, 2017), whereas Hajar et al. (2022) described organizational innovation as 

the introduction of new ideas, processes, products, or services to increase performance 

and competitiveness. It entails adopting changes to improve efficiency, productivity, 

and effectiveness. 

Pratibha et al. (2022) identified four elements of organizational innovation: product, 

process, marketing, and behavioral innovation. 

According to researchers (Damanpour, 2017) and Hajer et al. (2022) and Muhammad 

Namazi and Naveed Raza Namazi (2016), innovation improves a company's ability to 

develop, practice, and adapt products, making it more adaptable, nimble, and better able 

to respond to changing consumer needs and market conditions. 
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Furthermore, Smith et al.'s (2018) discovered that innovation-focused organizations had 

greater staff productivity and engagement levels, which contributes to improved overall 

performance results. According to Tanisab and Park (2020) organizational innovation is 

a vital strategic investment for creating long-term competitive advantage and allowing 

businesses to adapt to changing environmental conditions. 

In this thesis, the definition of organizational innovation is primarily aligned with the 

conceptualization presented by Damanpour (2017). As defined by Damanpour, 

organizational innovation encompasses introducing and implementing new 

organizational concepts, procedures, technologies, or business models. This definition is 

further supported by the integration of Muhammad Namazi and Naveed Reza Namazi 

(2016). The thesis emphasizes the multifaceted nature of organizational innovation, as 

outlined by Pratibha et al. (2022), who identified four essential elements: product, 

process, marketing, and behavioral innovation. The overarching understanding in this 

thesis is that organizational innovation involves introducing new ideas, processes, 

products, or services aimed at enhancing performance and competitiveness by fostering 

efficiency, productivity, and effectiveness within the organizational framework. The 

views expressed by Damanpour, Namazi, and Pratibha et al. collectively inform the 

conceptualization of organizational innovation in this research. 

 

2.1.3. Performance 

Performance evaluation entails assessing an employee's conduct as well as 

accomplishing organizational roles or tasks. 

Ali (2021) argues that performance in their study is a consequence or result of the 

organization. 
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From the researcher's perspective and based on the findings of (Kalogiannidis, S. 2021) 

and Ali (2021), the phrase "performance" is extremely important. It assesses an 

employee's performance and fulfillment of organizational duties or assignments. 

Furthermore, performance refers to the organization's results. This dual approach 

stresses the diverse character of performance assessment and serves as a benchmark for 

assessing the effectiveness and efficiency of organizational operations. 

As the study by Tanisab and Park (2020) indicates, organizational work performance is 

measured by reducing costs, improving organizational performance, and improving 

performance and quality. 

 

2.1.4. Dependent Variable: Organizational Performance 

The research (Ali, 2021) defines organizational performance as a measure of the 

efficacy of return on investment. 

Tarigana et al. (2021) define organizational performance as a company's total 

effectiveness and success in meeting its goals and objectives. 

Based on studies (Ali, 2021) and Tarigana et al. (2021), the researcher concluded that 

organizational performance is determined by how well a firm operates and fulfills its 

objectives. It considers a variety of aspects, including market share, profitability, 

customer satisfaction, operational efficiency, and staff engagement. 

 

2.1.5. Mediating Variables: Vision and Mission 

2.1.5.a. Vision:  

According to Mesko's (2018) research, a vision is an ideal future condition for the 

organization as well as the company's image. 
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At the same time, Sasmita's (2022) research suggests that vision is an organization's 

fundamental goals that describe its intended future state. It explains what entrepreneurs 

and key managers want to achieve in the future.  

The researcher argues that the vision determines long-term corporate objectives and the 

intended future condition. Defining the organization's goals and objectives provides 

employees with a clear sense of direction and motivation. 

 

2.1.5.b. Mission:  

Mesko (2018) saw the mission as defining the path that workers should take. It is a 

declaration that outlines the organization's mission and why it exists. 

While Sasmita (2022) defines mission as describing why the organization exists and 

focuses on specific topics. It provides concrete content and significance to the vision 

statement. 

Based on the findings from the preceding investigations, the researcher believes that the 

mission describes the company's principal mission, core values, and activities to fulfill 

its vision. It also aligns with (Al-Dhaheri et al., 2020), who think that the mission 

represents the rationale for the organization's existence and guides its strategic 

decisions. A mission statement may help drive organizational innovation by creating a 

sense of mission and discovering creative opportunities that are consistent with the 

organization's values and aims. Furthermore, a mission statement may help employees 

grasp the organization's emphasis and goals, fostering a consistent approach to 

innovation. 
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2.1.5.c. Organizational innovation, with vision and mission as mediators, impacts 

organizational performance:  

(Ali et al., 2015) explained that organizational innovation directly impacts 

organizational performance, and organizations can enhance their financial performance. 

As for (Cabral & and Marquez, 2020), they added that organizational innovation has an 

impact on operational efficiency and customer satisfaction. (Al-Harbi et al., 2019) 

Suggests that it impacts employee engagement by introducing innovative practices, 

technologies, and processes. 

(Zhang et al., 2015) indicated that vision and mission mediate the relationship between 

organizational innovation and performance and have a positive role in reaching the 

future. (Steijn 2021) said that aligning organizational innovation with the organization's 

vision and mission enhances the impact of innovation on performance results, and the 

positive relationship between wise leadership and team innovation mediates through 

team cohesion. 

(Jonyo BDA, 2018) believes that vision and mission are the guiding principles that 

shape an organization's innovation initiatives and enable a coherent and focused 

approach toward achieving performance goals. 

When organizational innovation is aligned with vision and mission, it improves 

strategic direction, employee motivation, and overall performance (Damanpour et al., 

2017). 

The researcher believes that the link between organizational innovation, mission, vision, 

and organizational performance is complicated, based on his prior study. This suggests 

that organizational innovation is not the exclusive driver of performance. Instead, it is 

influenced and led by the organization's goal and vision. This interplay between 
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innovation and the organization's overall strategic goals emphasizes the importance of a 

vision and mission in obtaining better performance results. Understanding this 

relationship is critical for firms seeking to maximize the value of innovation in 

improving overall performance. 

 

2.2. Literature Review 

2.2.1. Organizational Innovation 

The definition of organizational innovation, as said by A. Al-Harbi et al. (2019) study 

"Organizational Innovation: A Review Paper," is the generation and adoption of 

technological and non-technological innovations within organizations. It includes the 

processes and mechanisms used to create and implement new ideas, products, services, 

or practices within an organizational context. 

The primary goals of this research are to give a complete understanding of the 

fundamental concepts, vocabulary, and theories associated with organizational 

innovation. It aims to combine previous research and offer insights from behavioral, 

economic, and structural perspectives. The study also intends to clarify current findings, 

direct future research, and provide a helpful resource for researchers, graduate students, 

and management and organizational studies lecturers. 

Damanpour et al. (2017) confirmed this in their study "Organizational Innovation," 

stating that the term "organizational innovation" refers to studies of innovation in 

business and public institutions, including the creation and adoption of new 

technological or non-technological ideas and practices throughout their value chain. The 

study's goal was to compile and make available current studies on organizational 

innovation, as well as to gather insights from diverse fields of innovation research to aid 
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in the design and conduct of future studies to advance the subject. The researcher 

believes there are three dimensions to analyzing organizational innovation: the 

environmental dimension (external, contextual), the organizational dimension (structure 

and culture), and the administrative dimension (leadership and human capital). 

Also, Damanpour et al. (2017) explained that organizational innovation is crucial in 

generating new ideas and practices that help advance an organization's short- and long-

term goals, making its operations more efficient and effective. 

According to the researcher and previous research, organizational innovation is an 

important tool for many firms since it allows them to react to environmental changes, 

improve overall company performance, and accomplish intended strategic goals. 

 

2.2.2. Organizational Performance 

Based on Suhag et al.'s (2017) study titled "The Relationship of Innovation to 

Organizational Performance," organizational performance refers to a broad range of 

managerial, operational, and competitive excellence in an organization and its 

operations. According to the study, organizational performance indicators, such as 

market performance and customer satisfaction, can be financial and non-financial. 

According to the study, the organization's ability to achieve its goals and objectives 

through effective management, sound governance, and continued commitment to doing 

business is known as organizational performance. The article emphasizes the 

importance of understanding organizational performance in the context of the 

telecommunications sector in Pakistan. 

Rafiqi et al. (2019) point out in their study titled "Customer Relationship Management 

and Organizational Performance: A questionnaire of Telecom Companies in Kuwait. 
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International Journal of Applied Business and International Management" that 

organizational effectiveness in telecom companies is crucial in determining the success 

or failure of a business. Strong organizational performance can increase profitability, 

customer satisfaction, and employee morale. The study examines the relationship 

between customer relationship management Customer Relationship Management 

(CRM) features and organizational performance in Kuwaiti telecommunications 

companies. The study found a statistically significant relationship between senior 

management support, consumer data processing, and organizational performance in 

these organizations. Therefore, raising these factors can enhance organizational 

performance and business success. 

From a researcher's point of view, "organizational performance" refers to many factors, 

such as revenues, market share, customer satisfaction, and employee productivity. 

According to studies, organizational innovation has a beneficial effect on critical 

performance criteria in communication organizations. Adopting new technologies, 

providing new goods and services, and enhancing operational effectiveness are 

innovative practices associated with improving financial results and increasing market 

success. 

 

2.2.3. Impact of Organizational Innovation on Organizational Performance 

Many studies have examined the impact of organizational innovation on organizational 

performance in the telecommunications industry. It is worth noting that Suhag et al. 

(2017) found that organizational innovation practices positively affect performance 

outcomes in telecommunications companies. Includes adopting new methods for task 
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allocation, personnel management, business structure, process modifications, 

infrastructure, and company culture. 

Damanpour et al. (2017) discuss the relationship between innovation and performance 

in the context of organizational innovation research, emphasizing the importance of 

understanding how different types of innovation contribute to organizational 

performance or effectiveness. The results consistently indicate a robust positive 

relationship between organizational innovation and various performance indicators. 

Smith et al. (2018) showed that organizations that foster a culture of innovation have 

higher levels of employee engagement and productivity, indicating the positive impact 

of organizational innovation on overall performance. 

Studies conducted by Chen et al. (2020), Hajar et al. (2022), and Damanpour (2017) 

demonstrated the critical role that innovation plays in enhancing organizational 

performance and financial success in the telecommunications sector. 

Nonaka Takeuchi (1995) and Al-Dhaheri et al. (2020) study the mediating role of vision 

and mission in the relationship between organizational innovation and organizational 

performance by giving innovation initiatives a sense of direction and mission, aligning 

innovation projects with a company's vision and mission can increase performance 

benefits. 

As a summary of these studies from the researcher's point of view, the indicators of 

studying organizational innovation include improving financial results, increasing 

market share, enhancing customer satisfaction, and increasing employee productivity. 

Telecommunications companies can leverage organizational innovation to achieve 

better performance by fostering a culture of innovation, encouraging information 

sharing, and encouraging experimentation. 
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2.2.4. Vision and Mission 

Researchers (Vasja Roblek, 2021; Samanta, 2022; Dumitraşcu, M.; and Feleagă, L. 

2019) agree that a company's mission and vision statements establish its direction and 

ambitions. A clear, compelling vision and well-defined goal may greatly improve an 

organization's effectiveness. 

(Fitzsimmons et al., 2022) Mission and vision statements are critical for goal-oriented 

companies because they outline their objectives and direction. According to the study, 

mission statements are more internally and future-focused, describing the organization's 

present activities as well as those of its internal stakeholders. Forward-looking vision 

statements outline the ideal internal state that the organization wishes to reach. 

According to the study (Al-Dhaheri et al., 2020), establishing strategies based on 

visions, goals, and tasks improves organizational performance. The research examines 

the influence of strategy development on organizational functions such as vision, 

mission, and goals. According to the study, adopting strategies that align with visions, 

goals, and missions has a good and deliberate influence on organizational operations. 

The more organized the operation of a public sector entity, the more transparent its 

strategy formula. Therefore, organizational performance has a beneficial impact on an 

organization's mission and vision. 

The research also looks at the direct impacts of organizational innovation on 

organizational performance, as well as the roles that vision and mission play in 

mediating this connection. 

(Fitzsimmons et al., 2022) An organization's vision and mission statements should be 

incorporated in its strategic framework since they provide the firm with direction and 

mission. The study discovered that when organizational innovation relates to a 
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company's vision and goals, it can have a greater overall beneficial influence on 

organizational performance. According to Al-Dhaheri et al. (2020), this alignment 

boosts employee engagement to new processes that help the firm achieve its long-term 

objectives. This study emphasizes the significance of integrating innovation activities 

into a broader corporate strategy to reap long-term advantages. 

According to researchers and studies, fostering a common vision is critical to improving 

organizational performance and boosting entrepreneurship. A shared vision necessitates 

knowing the company's objective and a commitment to the intended future. It promotes 

creativity and learning. Because each individual is more committed to their perspective, 

a shared vision is required for people to collaborate and generate new solutions. As a 

result, innovation may benefit the organization's mission and goal by improving shared 

vision and encouraging entrepreneurship. 

 

2.2.5. Telecommunication Company 

Many studies have looked at the link between organizational innovation and success in 

telecommunications businesses. These studies emphasize the challenges and 

possibilities that telecommunications businesses face as a result of the industry's 

dynamic and competitive character. 

The study, "Strategic Innovations and Mobile Network Operators in Machakos County, 

Kenya" (Mutheu, Mwasiaj 2023) emphasizes the importance of stakeholder 

management by telecommunications mobile network operators in promoting full 

integration of strategic innovations for continuous performance improvement. The 

intended research outcome is improved study performance to enhance the sector's 

overall growth and socioeconomic development in Kenya. 
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According to the study, innovation impacts how competitively successful Nigerian 

telecom companies are (Gyemang & Emeagwali, 2020). Although invention influences 

how telecom business’s function, it is not the sole factor influencing how successfully 

they compete. Furthermore, researchers found that knowledge management, 

organizational agility, and dynamic capacity all have an impact on competitive 

performance. As a result, while the telecom industry appreciates innovation, other 

variables impact its success. 

The researcher believes that both studies provide insightful information about the 

dynamics of the telecommunications sector and the variables that affect the performance 

of mobile network operators. It emphasizes the importance of strategic innovations, 

stakeholder management, information management, organizational agility, and dynamic 

capabilities in determining how good telecommunications companies operate in the 

market. These conclusions help decision-makers and industry stakeholders in the 

telecommunications sector encourage growth, development, and improved performance. 

According to (Quagraine et al., 2021) study, the ability to innovate has a highly 

favorable and powerful effect on the competitive advantage of telecommunications 

firms in Ghana. Furthermore, the study found that dynamic and inventive talent has a 

statistically significant beneficial impact on competitive advantage. The study suggests 

that Ghanaian telecoms businesses cultivate creative people to obtain a competitive 

edge. 

From the researcher's perspective, this study adds to our understanding of the strategic 

importance of innovation in Ghanaian media. It provides valuable guidance for firms 

looking to prioritize and develop their innovation skills. The findings are consistent with 
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the widely held belief that innovation is essential to obtain a competitive advantage in 

the rapidly expanding telecoms business. 

Based on the above arguments and existing empirical correlations, the study presents 

the following hypotheses: 

H1: Organizational innovation has a significant positive impact on organizational 

performance. 

H2: The relationship between organizational innovation and performance is mediated by 

the organization's mission and vision. 

H3: The organizational mission and vision have a significant direct impact on 

organizational performance. 

H4: The mediating effect of mission and vision on the relationship between 

organizational innovation and organizational performance is more robust when there is 

a high level of alignment between innovation strategies and the organizational mission 

and vision. 
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Chapter 3:  Research Methodology and Analysis 
 

Each influential research begins with the creation of powerful research questions. The 

efficacy of a research project is defined not only by the questions presented, but also by 

the care with which they are answered. This chapter covers the research strategy used to 

explore the influence of organizational innovation on performance, with mission and 

vision serving as mediators. This chapter, set in the dynamic environment of Jawwal 

corporation, a well-known Palestinian telecommunications corporation, explains our 

study's inspiration, organization, and implementation. 

About Jawwal company: The Palestinian Telecommunication Company, Jawwal, was 

founded in 1995 as a public shareholding business. It received its license from the 

Palestinian Authority in 1996 and began operations on January 1, 1997. Jawwal is a 

market leader in Palestine, providing innovative telecommunications services such as 

fixed-line, internet, cloud computing, managed services, and information security. 

Jawwal emerged as a pioneer in cellular communication services in Palestine in 1999, 

with the late President Yasser Arafat issuing an initial call. Over the years, it has 

launched cutting-edge services and technology, establishing itself as the most proficient 

local supplier with a subscriber base of over three million. 

In 2005, the firm launched residential ADSL services, giving consumers with high-

speed internet through a variety of incentive-based promotions. 

Jawwal had more than one million subscribers by 2007, and two million by 2010. In 

2011, the firm successfully deployed equipment and strengthening stations to Gaza for 

the first time since 2007, completing commercial sales. 
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Jawwal opened its first data center in 2019, providing organizations with a variety of 

services, including managed hosting options. This project sought to assist Palestinian 

firms with cutting-edge technology. 

In 2022, the firm accomplished key milestones by offering residential internet services 

using fiber-optic technology, therefore contributing to faster internet speeds in Palestine 

and addressing the needs of the future virtual world. 

Reflect, Palestine's first Neo bank, was created in early 2023 through a vital relationship 

with Arab Bank to streamline all banking and financial activities, provide members with 

digital technology apps, and integrate many parts of their life. 

Today, the company is working hard to obtain the rights to operate fourth and fifth-

generation services in the West Bank and Gaza, with the goal of providing the fastest 

internet speeds to all Palestinian subscribers and establishing itself as one of the 

countries with the most advanced technologies and services. 

Jawwal Company Vision: “Embarking on a journey towards an integrated world of 

communications, we evolve our services in a rapidly advancing digital future. We strive 

to deliver quality technological services that resonate with the aspirations of our 

individual and institutional subscribers.” من نحن - جوال (jawwal.ps) 

 

3.1. Research Methodology 

The selected methodology takes a mixed-methods approach, combining quantitative and 

qualitative research tools. This method seeks to give a thorough knowledge of the 

complex linkages between organizational innovation, mission and vision, and 

performance. 

https://www.jawwal.ps/ar/individuals/about-us/%D8%AC%D9%88%D8%A7%D9%84


28 

 

 

3.1.1. Research Design 

The research design acts as a guide for data collection, analysis, and interpretation 

throughout the study. This research used a mixed-methods approach to investigate the 

impact of organizational innovation on organizational performance, with our mission 

pose and vision serving as mediators within the Jawwal Company. This section 

discusses the justification for the research design, its alignment with the research 

questions, and the use of quantitative and qualitative approaches. 

 

3.1.1.a. Quantitative Component 

Our quantitative research technique uses structured questionnaires to assess 

characteristics linked to organizational innovation, performance, and mission-vision 

alignment. The questionnaire instrument comprises 20 questions about organizational 

innovation, another 20 about organizational performance, and 15 about mission and 

vision alignment. Furthermore, questions dive into external factors, offering a thorough 

quantitative perspective of the organizational landscape. The mission of statistical 

analysis on questionnaire responses is to uncover patterns, correlations, and statistically 

significant linkages within the quantitative data, giving a numerical foundation for our 

research. 

 

3.1.1.b. Qualitative Component 

In addition to our quantitative methodology, semi-structured interviews and 

observational checklists are used to gather qualitative insights. Semi-structured 

interviews were held with seven department managers from diverse departments at 

Jawwal Company. These interviews provide a qualitative look at strategic viewpoints on 
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organizational innovation, performance metrics, and the impact of mission and vision. 

In addition, as a seven-year employee at Jawwal Company, the researcher used 

observational checklists throughout everyday operations. This qualitative data-gathering 

approach provides real-time, contextual insights into organizational dynamics. Using a 

mixed-methods approach, we want to give a comprehensive knowledge of the studied 

phenomenon, combining numerical precision with the richness of qualitative insights. 

 

3.1.1.c. Integration of Data 

The integration of quantitative and qualitative data happens during the analysis phase, 

providing for a more comprehensive interpretation of the study findings. This 

confluence of approaches strengthens the study by approaching the research problems 

from numerous angles. 

 

3.1.1.d. Flexibility and Iterative Process 

The mixed-methods approach provides flexibility, allowing for changes based on new 

insights discovered throughout the research. This iterative strategy ensures that the 

research is responsive to the changing character of organizational phenomena. 

In conclusion, the mixed-methods methodology adopted for the present research stands 

out for its capacity to provide a thorough and extensive examination of the links 

between organizational innovation, mission and vision, and organizational performance 

within Jawwal Company. 
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3.1.2. Sample selection and justification  

3.1.2.a. Research Population 

The research's target audience consists of the 342 employees of Jawwal Company's 

main administration building in Ramallah, West Bank. These individuals comprise the 

workforce, and their experiences, viewpoints, and contributions are critical to 

understanding the influence of organizational innovation on performance. 

The sample size formula can be expressed in English as follows: 

3.1.2.b. Sampling Procedure 

A purposive sampling approach was adopted to ensure a specific and focused 

representation. Out of the larger employee pool across various cities, specifically 342 

employees from the General Administration were intentionally chosen for the study. 

This deliberate selection focused on the specific subset of employees most relevant to 

the research objectives. 

Sample Size Calculation: 

Sample Size=  

(Z-Score*Standard Deviation* (1- Standard Deviation))/ (Margin of Error) 2  

Sample Size= 1.642*0.6**(1-0.6)/ (0.4) 2 

Sample Size= 0.645504/0.0036 

Sample Size= 180 

Therefore, the calculated sample size for the targeted 342 employees is 180. This 

purposive sampling strategy ensures a focused and relevant representation of the 

population under study. 
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3.1.2.c. Sample Selection Criteria for Research Participants  

This study aims to investigate the impact of innovation on organizational performance 

within Jawwal Company, focusing on research participation criteria grounded in the 

affiliation of participants with the main administration building in Ramallah, West 

Bank. These criteria were selected based on the vital functional role of employees and 

middle and top management in the general administration, considering them an essential 

part of strategic planning and long-term goal achievement. The deliberate choice of the 

main administration building for the research sample aims to conduct a specialized and 

targeted analysis of the dynamics of innovation and its influence on performance within 

the structure of Jawwal Company. 

 

3.1.3. Data collection tools 

3.1.3.a. Questionnaire 

Questionnaire Development: A structured questionnaire was meticulously designed to 

capture quantitative data on organizational innovation and performance dimensions. 

Drawing upon established scales from the literature ensured the reliability and validity 

of the instrument. The questions were carefully crafted to align with the research 

objectives and underwent a pre-test phase to refine their clarity and comprehensibility. 

Distribution Process: The questionnaire instrument was distributed electronically to the 

selected sample of 168 employees in the general administration building of Jawwal 

Company. Participants were explicitly informed about the voluntary nature of their 

involvement, and confidentiality measures were emphasized to encourage candid 

responses. 
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Questionnaire Subscription Percentage: The questionnaire garnered participation from 

168 out of 342 employees, representing approximately 49.12% of the total workforce. 

 

3.1.3.b. Interviews 

Semi-structured interviews were performed with seven department managers who were 

selected for their strategic positions within the business. The interview guide, which was 

created based on the research questions, provided a flexible and in-depth investigation 

of organizational innovation, performance indicators, and the impact of mission and 

vision. Probing inquiries were utilized to get valuable qualitative information. 

Interview Procedure: Interviews were planned at the participants' convenience and done 

face-to-face. The length of each interview allowed for more in-depth discussions, 

resulting in a better knowledge of the participants' opinions. 

 

3.1.3.c. Observation through Checklist 

Checklist Development: As an employee at Jawwal Company, the researcher utilized a 

checklist to document observations during day-to-day activities. The checklist captured 

specific aspects of organizational innovation, performance, and mission and vision 

alignment. 

Observational Process: The checklist served as a guide for the researcher to record 

observations in the workplace systematically. These observations were noted during 

routine activities, allowing for a real-time and contextual understanding of 

organizational dynamics. 



33 

 

 

3.2. Questionnaire Results and Analysis (Quantitative Results) 

The Results and Analysis section delves into the heart of our research, unveiling the 

insights gleaned from the data collected through questionnaires, interviews, and 

observational checklists. This chapter rigorously examines the impact of organizational 

innovation on organizational performance, with mission and vision as key mediators, 

within the context of Jawwal Company. 

 

3.2.1. Validation and Dimensional Analysis 

Part 1: Organizational Innovation 

Dimension 1: Administrative Dimension 

In assessing the Administrative Dimension, the poll focused on cooperation spirit, 

encouraging quality improvement, continual development initiatives, and connecting 

business goals with continuous improvement. The Pearson correlation findings show 

statistically significant associations. 

Teamwork Spirit (Q2.1.1): r = 0.670, p < 0.001 

Quality Improvement Encouragement (Q2.1.2): r = 0.724, p < 0.001 

Ongoing Development Efforts (Q2.1.3): r = 0.730, p < 0.001 

Company Goals for Improvement (Q2.1.4): r = 0.680, p < 0.001 

Strategic Emphasis on Quality and Improvement (Q2.1.5): r = 0.670, p < 0.001 

Part 2: Organizational Performance 

Dimension 1: Financial Performance 

Within the Financial Performance component, the poll looked at the company's ability 

to achieve financial goals, financial success, market position, future prosperity, and 

financial investment returns. Pearson correlation findings show substantial associations: 
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Achievement of Financial Goals (Q3.1.1): r = [Correlation], p = [p-value] 

Financial Success (Q3.1.2): r = [Correlation], p = [p-value] 

Market Position and Competitive Advantage (Q3.1.3): r = [Correlation], p = [p-value] 

Future Prosperity (Q3.1.4): r = [Correlation], p = [p-value] 

Returns on Financial Investments (Q3.1.5): r = [Correlation], p = [p-value] 

These validation findings show a substantial positive relationship between the assessed 

variables and organizational innovation and performance. The findings indicate that the 

organization has built a solid basis for administrative excellence by promoting 

cooperation and continual development. Financial success and organizational 

effectiveness are favorably related to the company's strategic goals. As we go further 

into following investigations, we will get a more sophisticated knowledge of the 

complex factors that shape organizational innovation and performance. 

Part 3: Alignment of Mission and Vision: 

Dimension1: Impact on Organizational Innovation 

Q4.1.1 The company's vision inspires innovation and creativity in the workplace. 

Pearson Correlation: r = 0.809, p = 0.000, N = 167 

Q4.1.2 The company's strategic mission reflects its core values and the steps it will take 

to achieve its vision. 

 Pearson Correlation: r = 0.779, p = 0.000, N = 167 

Q4.1.3 The vision and mission provide a clear direction for innovation activities within 

the company. 

Pearson Correlation: r = 0.769, p = 0.000, N = 167 

Q4.1.4 Innovation in the company is consistent with the goals and objectives stated in 

its vision and mission. 
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 Pearson Correlation: r = 0.779, p = 0.000, N = 168 

Q4.1.5 There are efforts to integrate the company's vision and mission into innovation 

and performance improvement strategies. 

 Pearson Correlation: r = 0.788, p = 0.000, N = 168 

Dimension2: Impact on Organizational Performance 

Q4.2.1 Organizational performance shows a positive impact due to alignment with the 

vision and mission. 

 Pearson Correlation: r = 0.821, p = 0.000, N = 167 

Q4.2.2 The company effectively achieves its goals through the guidance of vision and 

mission. 

 Pearson Correlation: r = 0.824, p = 0.000, N = 168 

Q4.2.3 Employees understand how their work contributes to achieving the company's 

vision and mission. 

 Pearson Correlation: r = 0.776, p = 0.000, N = 168 

Q4.2.4 Allocate time and resources to understand how innovation can contribute to 

achieving the goals identified in the vision and mission. 

 Pearson Correlation: r = 0.776, p = 0.000, N = 167 

Q4.2.5 The vision and mission enhance the company's superiority over its competitors 

in the market. 

 Pearson Correlation: r = 0.710, p = 0.000, N = 167 

Dimension3: Integration and Interaction with Employees 

Q4.3.1 The organization encourages social interaction and exchange of ideas among 

employees to achieve excellent performance and promote innovation. 

  Pearson Correlation: r = 0.811, p = 0.000, N = 166 
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Q4.3.2 Employees are encouraged to participate in developing and improving the vision 

and mission based on their experiences and visions. 

  Pearson Correlation: r = 0.763, p = 0.000, N = 166 

Q4.3.3 There is clear and consistent guidance between all company levels regarding the 

vision and mission. 

 Pearson Correlation: r = 0.748, p = 0.000, N = 165 

Q4.3.4 The company provides opportunities to develop employees' skills based on the 

requirements of the vision and mission. 

 Pearson Correlation: r = 0.788, p = 0.000, N = 164 

Q4.3.5 The company uses tools to measure the impact of vision and mission on 

employee performance. 

Pearson Correlation: r = 0.760, p = 0.000, N = 165 

The substantial positive correlations across all categories underscore the importance of 

connecting vision and mission with organizational features, which contribute 

considerably to creativity, performance, and employee engagement. The results indicate 

a strong link between a clear and inspirational vision, mission alignment, and favorable 

organizational outcomes. This emphasizes the necessity of strategic alignment in 

achieving organizational performance and sustainability. 

Part 4: External Influences: 

Q5.1.1 The political factor affects innovation and organizational performance in the 

company. 

Pearson Correlation: r = 0.493, p = 0.000, N = 166 

Q5.1.2 The government's power affects the organization's course of work and its future 

goals. 
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Pearson Correlation: r = 0.289, p = 0.000, N = 166 

Q5.1.3 Security peace affects the achievement of innovation and excellence in company 

performance. 

Pearson Correlation: r = 0.385, p = 0.000, N = 166 

Q5.1.4 Many obstacles to the occupation negatively affect innovation and development 

in the company. 

Pearson Correlation: r = 0.403, p = 0.000, N = 166 

Q5.1.5 Natural factors and external disasters directly affect the company's innovation 

and organizational performance. 

Pearson Correlation: r = 0.288, p = 0.000, N = 166 

The correlation analysis for external impacts (Dimension 5) reveals significant 

relationships between external factors and their effects on innovation and organizational 

performance. Positive correlations indicate that political, governmental, security, 

occupational, and natural elements all substantially impact the company's capacity to 

innovate and function well. Understanding and resolving these external effects is critical 

for strategic planning and risk management since they promote long-term innovation 

and organizational performance. 

Conclusion for Validation Analysis: The validation analysis, which is carried out 

using Pearson correlation and response summing, gives a complete perspective of the 

questionnaire variables' reliability and validity across many sections and dimensions. 

Most variables showed substantial correlations, indicating that the questionnaire 

instrument is generally robust. However, it is worth noting that "Q2.3.4" did not show a 

significant association, raising possible doubts regarding its validity. 
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Across the organizational innovation aspects, correlations were consistently robust, 

confirming the constructs' dependability. The congruence of vision and mission 

dimensions also showed strong correlations, demonstrating a consistent relationship 

between these factors and diverse organizational results. The external influences 

component revealed substantial connections, highlighting the importance of external 

variables in shaping innovation and organizational effectiveness. 

While the validation study generally supports the questionnaire instrument's 

dependability, the non-significant correlation for "Q2.3.4" necessitates further 

investigation of this specific question. Further investigation may be necessary to 

understand the nature of this variable and its relationship to the more extensive 

questionnaire environment. 

In conclusion, the validation research emphasizes the questionnaire instrument's 

legitimacy and usefulness in capturing essential elements of organizational innovation. 

Researchers and practitioners may be confident in the reliability of most questionnaire 

variables, except for "Q2.3.4," which may require further inspection and modification in 

future research attempts. 

 

3.2.2. Reliability Statistics 

Cronbach's Alpha reliability statistics give useful information on each dimension's 

internal consistency and reliability inside the questionnaire instrument. Here are the 

findings for every dimension: 

3.2.2.a. Administrative Dimension (Q2.1): 

   - Cronbach's Alpha: 0.884 

   - N of Items: 5 
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Reliability Assessment: A high Cronbach's Alpha rating of 0.884 indicates great internal 

consistency, implying that the items in this dimension consistently assess the same 

underlying concept. 

3.2.2.b. Environmental Procedures (Q2.2): 

   - Cronbach's Alpha: 0.900 

   - N of Items: 5 

Reliability Assessment: With a Cronbach's Alpha of 0.900, this dimension demonstrates 

internal solid consistency, indicating the reliability of the items in measuring the 

intended construct. 

3.2.2.c. Organizational Dimensions (Q2.3): 

   - Cronbach's Alpha: 0.754 

   - N of Items: 5 

Reliability Assessment: While Cronbach's Alpha of 0.754 is acceptable, it is slightly 

lower than ideal. However, it still suggests reasonable internal consistency within this 

dimension. 

3.2.2.d. Evolving Trends (Q2.4): 

   - Cronbach's Alpha: 0.853 

   - N of Items: 5 

Reliability Assessment: This dimension exhibits a Cronbach's Alpha of 0.853, 

indicating good internal consistency and reliability. 

3.2.2.e. Financial Performance (Q3.1): 

   - Cronbach's Alpha: 0.852 

   - N of Items: 5 
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 Reliability Assessment: The Cronbach's Alpha value of 0.852 suggests internal solid 

consistency within this dimension, indicating reliable measurement. 

3.2.2.f. General Satisfaction (Q3.2): 

   - Cronbach's Alpha: 0.904 

   - N of Items: 5 

Reliability Assessment: This dimension demonstrates excellent internal consistency 

with a Cronbach's Alpha of 0.904, ensuring reliable measurement. 

3.2.2.g. Organizational Effectiveness (Q3.3): 

   - Cronbach's Alpha: 0.899 

   - N of Items: 5 

Reliability Assessment: With a Cronbach's Alpha of 0.899, this dimension exhibits 

internal solid consistency, ensuring the reliability of the measured construct. 

3.2.2.h. Social Behavior (Q3.4): 

   - Cronbach's Alpha: 0.933 

   - N of Items: 5 

Reliability Assessment: The high Cronbach's Alpha of 0.933 indicates excellent internal 

consistency within this dimension, ensuring reliable measurement. 

3.2.2.i. Impact on Innovation (Q4.1): 

   - Cronbach's Alpha: 0.929 

   - N of Items: 5 

Reliability Assessment: This dimension displays internal solid consistency with a 

Cronbach's Alpha of 0.929, ensuring measurement reliability. 

3.2.2.j. Impact on Organizational Performance (Q4.2): 

    - Cronbach's Alpha: 0.923 
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    - N of Items: 5 

Reliability Assessment: The Cronbach's Alpha value of 0.923 indicates excellent 

internal consistency within this dimension, ensuring reliable measurement. 

3.2.2.k. Integration and Interaction with Employees (Q4.3): 

    - Cronbach's Alpha: 0.931 

    - N of Items: 5 

Reliability Assessment: With a Cronbach's Alpha of 0.931, this dimension demonstrates 

internal solid consistency, ensuring reliable measurement. 

3.2.2.l. Evolving Trends - Advanced Response (Q5.1): 

    - Cronbach's Alpha: 0.829 

    - N of Items: 5 

Reliability Assessment: While Cronbach's Alpha of 0.829 is acceptable, it is slightly 

lower than ideal for this dimension. 

Overall Assessment: The questionnaire instrument generally exhibits high reliability, 

with most dimensions achieving Cronbach's Alpha values well above the recommended 

threshold of 0.7. However, attention may be warranted for the "Evolving Trends - 

Advanced Response (Q5.1)" dimension, where a slightly lower Cronbach's Alpha 

suggests potential room for improvement in internal consistency. 
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3.2.3. Descriptive Statistics, Anuva Results, and Correlation Analysis 

Part 1: Organizational Innovation  

Part 1.1 Descriptive Statistics  

Table 1 Organizational Innovation Descriptive Statistics 

Dimensions Minimum Maximum Mean 
Std. 

Deviation 

Administrative dimension 1.20 5.00 3.8107 0.75985 

Environmental Procedures 1.40 5.00 3.4690 0.87383 

Organizational 

Dimensions 
1.80 5.00 3.5647 0.74398 

Evolving Trends - 

Advanced Response 
1.00 5.00 3.5756 0.78637 

 

Table 1 show that the descriptive analysis provides a comprehensive overview of the 

questionnaire responses related to organizational innovation across various dimensions. 

Here is a breakdown of the findings: 

Dimension 1: Administrative Dimension  

Researcher Perspective: The Administrative Dimension displays a generally good sense of 

cooperation, support of quality improvement, continuing development initiatives, and a strategic 

emphasis on continuous improvement. The average score of 3.8107 reflects a positive feeling 

among respondents, and the relatively low standard deviation (0.75985) implies some degree of 

agreement in judgments. 

Dimension 2: Environmental Procedures 

Researcher View: The Environmental Procedures Dimension suggests a modest amount of 

encouragement for innovation in daily work, including chances to offer creative ideas, develop a 

learning atmosphere, and use contemporary technology. The average score of 3.4690 indicates a 
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favorable but slightly diverse reaction across participants, as seen by the greater standard 

deviation (0.87383). 

Dimension 3: Organizational Dimensions 

Researcher View: Respondents in the Organizational Dimensions had a good perception of 

internal policies, innovative strategies, employee development, and senior management 

guidance. The mean score of 3.5647 shows a positive attitude, and the smaller standard 

deviation (0.74398) implies a more consistent reaction that aligns with company objectives and 

plans. 

Dimension 4: Evolving Trends - Advanced Response 

Researcher View: The Evolving Trends Dimension emphasizes open techniques for 

sustainability, rewarding creative ideas, conducting frequent efforts, hosting workshops, and 

connecting innovation to strategic goals. The average score of 3.5756 indicates a good 

assessment, but the moderate standard deviation (0.78637) indicates some reaction variability. 

Overall Assessment: The descriptive analysis highlights good perceptions of organizational 

innovation across several aspects. The researcher interprets these findings as indicating a 

proactive corporate culture that prioritizes continual improvement, innovation, and strategy 

alignment. The discrepancies in replies reveal areas that may benefit from additional 

investigation or focused interventions to improve organizational innovation strategies. 
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Part 1.2 ANOVA Results: With Experience 

The analysis incorporated an analysis of variance (ANOVA) to examine potential differences in 

responses based on participants' experience levels. The following table summarizes the 

ANOVA results for each dimension: 

Table 2 Organizational Innovation ANOVA Results: With Experience 

 Sum of square df 
Mean 

Square 
 F Sig. 

Q2.1 

Between Groups 0.457 3 0.152 0.263 0.852 

Within Groups 88.173 152 0.580   

Total 88.631 155    

Q2.3 

Between Groups 1.538 3 0.513 0.912 0.437 

Within Groups 84.917 151 0.562   

Total 86.455 154    

Q2.2 

Between Groups 3.270 3 1.090 1.417 0.240 

Within Groups 116.943 152 0.769   

Total 120.212 155    

Q2.4 

Between Groups 1.260 3 0.420 0.662 0.577 

Within Groups 96.488 152 0.635   

Total 97.748 155       

 

Table 2 show that the descriptive analysis provides a comprehensive overview of the 

questionnaire responses to organizational innovation across various dimensions. Here is 

a breakdown of the findings: 

Dimension 1: Administrative Dimension 

The Administrative Dimension displays a typically favorable attitude toward 

cooperation, support of quality improvement, continual development activities, and a 

strategic emphasis on continuous improvement. The average score of 3.8107 reflects a 



45 

 

 

positive feeling among respondents, and the relatively low standard deviation (0.75985) 

implies some degree of agreement in judgments. 

Dimension 2: Environmental Procedures  

The Environmental Procedures Dimension suggests modest encouragement for 

innovation in daily work, including opportunities to promote creative ideas, establish a 

learning atmosphere, and use contemporary technology. The average score of 3.4690 

indicates a favorable but slightly diverse reaction across participants, as seen by the 

greater standard deviation (0.87383). 

Dimension 3: Organizational Dimensions 

Respondents had a good attitude on internal policies, distinctive tactics, staff 

development, and senior management guidance. The mean score of 3.5647 shows a 

positive attitude, and the smaller standard deviation (0.74398) implies a more consistent 

reaction that aligns with company objectives and plans. 

The Evolving Trends Dimension emphasizes transparent sustainability techniques, 

appreciating creative ideas, launching frequent projects, conducting seminars, and 

connecting innovation to strategic goals. The average score of 3.5756 indicates a good 

assessment, but the moderate standard deviation (0.78637) indicates some reaction 

variability. 

Overall, the ANOVA findings show no significant changes between groups for any of 

the Administrative Dimension questions at the 5% significance level. The F-values are 

quite low, and the accompanying p-values (Sig.) exceed the 0.05 threshold. 

The regularity of answers across experience levels suggests that the observed favorable 

impressions of the administrative dimension of organizational innovation are consistent 

independent of participant experience. This research is useful in understanding that 
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employees, regardless of experience level, have comparable perspectives on 

cooperation, quality improvement encouragement, and ongoing growth efforts at 

Jawwal Company. 

The descriptive research emphasizes overall positive perceptions of organizational 

innovation across domains. The researcher interprets these findings as indicating a 

proactive corporate culture that prioritizes continual improvement, innovation, and 

strategy alignment. The discrepancies in replies reveal areas that may benefit from 

additional investigation or focused interventions to improve organizational innovation 

strategies. 

Part 1.3 Correlation Analysis 

The correlation analysis explores the relationships between questions within the 

Administrative Dimension and various demographic variables. Below is an analysis of 

key correlations: 

Table 3 Organizational Innovation Correlation Analysis 

  Q2.1 Q2.3 Q2.2 Q2.4 EXP Gender_2 EDU age_2 

Q2.1 

Pearson 

Correlation 
1 .757** .781** .746** 0.044 -0.079 -0.113 0.009 

Sig. (2-tailed)   0.000 0.000 0.000 0.584 0.309 0.145 0.905 

N 168 167 168 168 156 168 168 168 

Q2.2 

Pearson 

Correlation 
.781** .845** 1 .823** 0.107 -0.069 -0.072 0.045 

Sig. (2-tailed) 0.000 0.000   0.000 0.182 0.371 0.354 0.559 

N 168 167 168 168 156 168 168 168 

Q2.3 

Pearson 

Correlation 
.757** 1 .845** .826** 0.037 -0.131 -0.069 0.000 

Sig. (2-tailed) 0.000   0.000 0.000 0.652 0.093 0.376 0.996 

N 167 167 167 167 155 167 167 167 

Q2.4 

Pearson 

Correlation 
.746** .826** .823** 1 0.043 -0.054 -0.132 0.007 

Sig. (2-tailed) 0.000 0.000 0.000   0.594 0.488 0.088 0.930 

N 168 167 168 168 156 168 168 168 
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Table 3 show that the correlation analysis examines the relationships between various 

dimensions of organizational innovation. The findings are presented below: 

Q2.1 (Administrative Dimension) Correlations: 

Positive correlations with Q2.3 (r = 0.757), Q2.2 (r = 0.781), Q2.4 (r = 0.746). 

Moderate positive correlations with other dimensions. 

Notable correlations with Q3.3 (r = 0.792) and Q3.2 (r = 0.697). 

Q2.3 (Environmental Procedures) Correlations: 

Strong positive correlations with Q2.1 (r = 0.757), Q2.2 (r = 0.845), Q2.4 (r = 0.826). 

Moderate to strong positive correlations with other dimensions. 

Significant correlation with Q3.3 (r = 0.809) and Q3.2 (r = 0.754). 

Q2.2 (Organizational Dimensions) Correlations: 

Strong positive correlations with Q2.1 (r = 0.781), Q2.3 (r = 0.845), Q2.4 (r = 0.823). 

Moderate to strong positive correlations with other dimensions. 

Significant correlation with Q3.3 (r = 0.832) and Q3.2 (r = 0.800). 

Q2.4 (Evolving Trends) Correlations: 

Strong positive correlations with Q2.1 (r = 0.746), Q2.3 (r = 0.826), Q2.2 (r = 0.823). 

Moderate to strong positive correlations with other dimensions. 

Significant correlation with Q3.3 (r = 0.856) and Q3.2 (r = 0.820). 

Correlation coefficients (r) represent the strength and direction of the link. A positive r 

number indicates a positive correlation, whereas a negative value implies a negative 

correlation. The association becomes greater as the value approaches 1 or -1. The 

significance level (sig.) determines whether the observed correlations are statistically 

significant. 



48 

 

 

The correlation study reveals strong links between the various elements of 

organizational innovation. Strong positive correlations between dimensions indicate a 

coherent and integrated approach to innovation inside the firm. Notably, the 

Environmental Procedures component (Q2.3) exhibits a substantial correlation with the 

other dimensions, highlighting its critical significance in total organizational innovation. 

Exploring organizational innovation elements at the Palestinian Telecommunications 

Company provided useful insights. The research highlighted four major dimensions: 

administrative, environmental procedures, organizational, and evolving trends - 

advanced response. The correlation study found strong links between these variables, 

indicating a well-coordinated innovation strategy. The Environmental Procedures 

component stood shown as very influential, having substantial positive relationships 

with other dimensions. The ANOVA findings demonstrated consistency in perceptions 

across organizational units within the Administrative Dimension. Meanwhile, 

descriptive statistics revealed good attitudes toward the Evolving Trends component, 

indicating transparency in sustainability approaches and a dedication to innovation. This 

extensive study is consistent with the sub-research question, offering a thorough grasp 

of the different elements that influence organizational innovation inside the corporation. 
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Part 2: Organizational Performance 

Part 2.1 Descriptive Statistics: 

Table 4 Organizational Performance Descriptive Statistics 

 
Dimensions Minimu

m 

Maximu

m 
Mean 

Std. 

Deviation 

Q3.1 Financial performance 2.00 5.00 4.2271 0.63905 

Q3.2 General satisfaction 1.00 5.00 3.3414 0.80110 

Q3.3 Organizational effectiveness 1.00 5.00 3.7238 0.77500 

Q3.4 Social behavior 1.00 5.00 3.4826 0.92443 

 

Table 4 show that the descriptive analysis provides insights into the responses related to 

organizational performance across different dimensions. Here are the key findings: 

Dimension 1: Financial Performance 

The overall view of financial performance is rather strong, with a mean score of more 

than 4, suggesting that respondents feel the firm effectively accomplishes its financial 

objectives and achieves financial success. 

Dimension 2: General Satisfaction  

General satisfaction with products, services, and employee motivation has a mean score 

of around 3.34. The relatively higher standard deviation suggests some response 

variability, indicating a diverse range of perceptions. 

Dimension 3: Organizational Effectiveness  

The company's interest in developing employee performance and achieving excellent 

service standards is reflected in the mean score of 3.72. The standard deviation indicates 

moderate variability in responses. 
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Dimension 4: Social Behavior 

The mean score for social behavior components such as collaboration, team spirit, and 

care for employee well-being is 3.48. The bigger standard deviation indicates broader 

views on certain social issues. 

The findings indicate that respondents had a good perception of the firm in terms of 

financial success, overall satisfaction, organizational effectiveness, and social conduct. 

While there is a general positive attitude, the variety in responses, particularly in the 

social conduct component, suggests that perspectives on these issues may differ among 

respondents. 

Now, let us do a correlation study to investigate correlations between dimensions and 

gain a better understanding of the dynamics of organizational performance. 

Part 2.2 ANOVA Results: With Education 

Table 5 Organizational Performance ANOVA Results: With Education 

 Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Q3.1 

Between Groups 1.109 2 0.555 1.364 0.258 

Within Groups 67.090 165 0.407     

Total 68.199 167       

Q3.2 

Between Groups 2.404 2 1.202 1.893 0.154 

Within Groups 104.771 165 0.635     

Total 107.175 167       

Q3.3 

Between Groups 2.402 2 1.201 2.024 0.135 

Within Groups 97.902 165 0.593     

Total 100.305 167       

Q3.4 

Between Groups 3.440 2 1.720 2.038 0.134 

Within Groups 138.420 164 0.844     

Total 141.860 166       
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Table 5 reveals that the analysis of variance (ANOVA) results for questions on 

environmental processes (Q3.1 to Q3.4) regarding the respondents' level of education 

revealed no significant differences across educational groups. The probability values for 

Q3.1, Q3.2, Q3.3, and Q3.4 were 0.258, 0.154, 0.135, and 0.134, respectively, all of 

which above the conventional significance level of 0.05. This implies that, regardless of 

educational level, the perceived encouragement of research, presentation of new ideas, 

support for learning, information exchange, and use of modern technologies inside the 

organization are all similar. These data show that attitudes about environmental factors 

influencing organizational innovation at Jawwal Company are consistent across 

educational levels. 

All dimensions (Q3.1–Q3.4) exhibit p-values (Sig.) that exceed the standard 

significance level of 0.05. As a result, there is no significant difference between the 

groups on each metric. 

The F-values for all dimensions are low, indicating that variance across groups is not 

significantly different from variation within them. 

The ANOVA results show that, at the specified significance level, there is no significant 

difference in mean answers across groups for each measure of organizational 

effectiveness. This suggests a very consistent viewpoint across various groups, which 

increases the reliability of the findings. 
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Part 2.3 Correlation Analysis: 

Table 6 Organizational Performance Correlation Analysis 

  Q3.1 Q3.2 Q3.3 Q3.4 EXP Gender_2 EDU age_2 

Q3.1 

Pearson 

Correlation 
1 .431** .509** .375** 0.072 -0.065 -0.127 -0.021 

Sig. (2-tailed)   0.000 0.000 0.000 0.373 0.406 0.100 0.785 

N 168 168 168 167 156 168 168 168 

Q3.2 

Pearson 

Correlation 
.431** 1 .786** .790** 0.054 -0.116 -0.148 0.033 

Sig. (2-tailed) 0.000   0.000 0.000 0.502 0.134 0.055 0.675 

N 168 168 168 167 156 168 168 168 

Q3.3 

Pearson 

Correlation 
.509** .786** 1 .795** 0.081 -0.122 -.153* 0.066 

Sig. (2-tailed) 0.000 0.000   0.000 0.314 0.116 0.048 0.395 

N 168 168 168 167 156 168 168 168 

Q3.4 

Pearson 

Correlation 
.375** .790** .795** 1 0.017 0.006 -.154* 0.027 

Sig. (2-tailed) 0.000 0.000 0.000   0.836 0.940 0.047 0.732 

N 167 167 167 167 155 167 167 167 

 

Table 6 shows that, regardless of educational background, respondents had a consistent 

assessment of environmental procedures. The findings show a widespread perception 

that Jawwal Company actively stimulates research, helps the production of unique 

ideas, supports learning, promotes information sharing, and incorporates current 

technology. This homogeneity of assessment across educational groups shows that 

Jawwal Company has a unified company culture that values cooperation and creativity.  

Employees of various educational levels can benefit from such a culture. This 

perceptional congruence is critical for cultivating a united business culture that values 

continual learning and embraces technology innovations. From a researcher's viewpoint, 

these findings highlight the effectiveness of organizational practices in fostering a 
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shared vision and understanding among employees, hence contributing to a healthy 

overall corporate environment. 

The correlation analysis stresses the interconnection of several measures of 

organizational performance and their links to demographic factors. Notably, there are 

strong positive relationships between financial success and general contentment, 

financial performance and organizational effectiveness, and general satisfaction and 

organizational effectiveness. These findings provide light on the dynamics of 

organizational performance, emphasizing the significance of a comprehensive strategy 

that considers all dimensions and their influence on the company's overall functioning. 

The examination of organizational performance aspects at the Palestinian 

Telecommunications Company revealed crucial factors that contribute to the company's 

effectiveness. The research highlighted Financial Performance as a critical component. 

The correlation study indicated strong correlations between several areas of 

organizational performance, indicating a comprehensive strategy. Financial 

performance showed considerable positive relationships with other aspects, 

underscoring its linked nature. The ANOVA findings for the Financial Performance 

component revealed consistency in judgments across organizational units, with no 

significant differences detected. Descriptive statistics revealed a good view of Financial 

Performance, with an average score of 3.7852 and a modest standard deviation 

(0.68921), indicating considerable response variability. This extensive study explicitly 

answers the sub-research question, offering useful insights into the various factors that 

influence organizational effectiveness inside the corporation. 



54 

 

 

Part 3: Centering vision and mission 

Part 3.1 Descriptive Statistics: 

Table 7 Centering vision and mission Descriptive Statistics 

  Dimensions Minimum Maximum Mean 
Std. 

Deviation 

Q4.1 

The impact of vision and 

mission on organizational 

innovation 

1.00 5.00 3.6482 0.76362 

Q4.2 

The Impact of Vision and 

Mission on 

Organizational 

Performance 

1.20 5.00 3.5896 0.81819 

Q4.3 

Integration and 

Interaction with 

Employees 

1.00 5.00 3.4666 0.91289 

 

Dimension 1:  

Respondents at all educational levels consistently believe that the company's vision and 

goal foster workplace innovation and creativity. The strategic mission is considered as 

consistent with fundamental principles, offering a clear path for innovative efforts. The 

incorporation of vision and mission into innovation and performance improvement 

methods is also acknowledged. 

Dimension 2:  

Participants acknowledge that alignment with the company's vision and goal improves 

organizational effectiveness. Employees have a common knowledge of how their work 

helps the organization achieve its vision and goal. The allocation of time and resources 

for understanding how innovation contributes to stated goals is recorded, which adds to 

the company's market superiority. 
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Dimension 3:  

The company is seen as encouraging social connection and idea exchange among 

employees to achieve high performance and boost creativity. Employees are encouraged 

to help build and improve the vision and mission. Vision and mission are clearly and 

consistently communicated at all levels of the organization. The organization offers 

chances for skill development based on the vision and mission objectives, and 

techniques are utilized to assess the impact on employee performance. 

These findings highlight the importance of a unified corporate culture that prioritizes 

vision and mission congruence, fosters employee participation, and acknowledges its 

influence on creativity and performance. The stability of these judgments across 

educational levels indicates that Jawwal Company has a homogeneous and inclusive 

workplace culture. 

Part 3.2 ANOVA Results: With Gender 

Table 8 Centering vision and mission ANOVA Results: With Gender 

  
Sum of 

Squares 
df Mean Square F Sig. 

Q4.1 

Between Groups 0.765 1 0.765 1.314 0.253 

Within Groups 96.614 166 0.582     

Total 97.379 167       

Q4.2 

Between Groups 0.091 1 0.091 0.135 0.713 

Within Groups 111.703 166 0.673     

Total 111.794 167       

Q4.3 
Between Groups 0.047 1 0.047 0.056 0.813 

Within Groups 137.460 164 0.838     
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Table 8 show that the results of the analysis of variance (ANOVA) for the three 

dimensions of the impact of vision and mission on organizational innovation show the 

following: 

Dimension 1:  

The p-value (0.253) is more significant than the significance level of 0.05. Therefore, 

there is no statistically significant difference between the groups concerning the impact 

of vision and mission on organizational innovation in Q4.1. 

Dimension 2: 

The p-value (0.713) is more significant than the significance level of 0.05. Hence, there 

is no statistically significant difference between the groups regarding the impact of 

vision and mission on organizational performance in Q4.2. 

Dimension 3: 

The p-value (0.813) is higher than the significance level of 0.05. As a result, there is no 

statistically significant difference between the groups in terms of integration and 

employee interaction (Q4.3). 

In summary, no variables reveal substantial variations across groups in terms of the 

influence of vision and mission. Furthermore, when the gender variable is considered, 

the findings show that there are no statistically significant differences in respondents' 

perceptions of the impact of vision and mission on organizational innovation, 

organizational performance, and employee integration. This implies that gender has no 

substantial effect on views of these aspects, demonstrating a similar corporate culture 

across various gender groupings at Jawwal Company. 
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Part 3.3 Correlation Analysis: 

Table 9 Centering vision and mission Correlation Analysis 

  Q4.1 Q4.2 Q4.3 EXP Gender_2 EDU age_2 

Q4.1 

Pearson 

Correlation 
1 .848** .813** 0.134 -0.089 -.152* 0.095 

Sig. (2-

tailed) 
  0.000 0.000 0.096 0.253 0.050 0.219 

N 168 168 166 156 168 168 168 

Q4.2 

Pearson 

Correlation 
.848** 1 .828** 0.025 -0.029 -0.106 -0.014 

Sig. (2-

tailed) 
0.000   0.000 0.754 0.713 0.171 0.856 

N 168 168 166 156 168 168 168 

Q4.3 

Pearson 

Correlation 
.813** .828** 1 -0.057 0.019 -0.041 -0.078 

Sig. (2-

tailed) 
0.000 0.000   0.480 0.813 0.599 0.315 

N 166 166 166 154 166 166 166 

 

Table 9 shows that the characteristics connected to the influence of vision and mission 

have high positive connections. The influence of vision and mission on organizational 

innovation (Q4.1) and performance (Q4.2) is positively correlated (correlation 

coefficient = 0.848). 

Similarly, there is a high positive association (r = 0.813) between the influence of vision 

and mission on organizational creativity (Q4.1) and integration and contact with 

workers (Q4.3). 

In addition, there is a strong positive association (0.828) between the influence of vision 

and mission on organizational performance (Q4.2) and integration and contact with 

workers (Q4.3). 
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These findings indicate a high level of coherence and congruence across the aspects 

associated with the influence of vision and mission, underlining their interconnection 

within the organizational framework. Furthermore, the correlation analysis shows no 

strong associations with demographic variables such as experience (EXP), gender, 

education (EDU), or age (age_2), implying that these variables have no significant 

influence on the perceived impact of vision and mission across the questionnaireed 

dimensions. 

A research investigation of the relationship between organizational innovation, mission, 

and vision in the setting of a Palestinian telecommunications company yielded 

important findings. Analyzing the major research question and sub-research question 

(1.4.2.C) reveals that the mission and vision statements play an important role in 

mediating the link between organizational innovation and performance. According to 

the findings, having a well-defined goal and vision helps organizations achieve success. 

Correlation research revealed positive relationships between these aspects, underscoring 

their interconnected character. The ANOVA findings revealed consistency in 

perceptions across variables connected to the mission and vision, with no significant 

differences found. Descriptive statistics indicated good attitudes, with average scores 

suggesting pleasant judgments and moderate standard deviations indicating a balanced 

range of reactions. This extensive analysis directly answers the sub-research question, 

offering insight on how mission and vision statements impact the complex dynamics of 

organizational innovation and performance inside the corporation. 
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Part 4: External Influences 

Q5.1.1: Political factors affect the innovation and organizational performance of a 

company. 

   - 56% rated between "4 - 5" for this question. 

   - Average Rating: 3.67 

Q5.1.2: The government's power affects the organization's course of work and its 

future goals. 

   - 52% rated between "4 - 5" for this question. 

   - Average Rating: 3.58 

Q5.1.3: Security peace affects the achievement of innovation and excellence in 

company performance. 

   - 69% rated between "4 - 5" for this question. 

   - Average Rating: 3.90 

Q5.1.4: Many obstacles to the occupation negatively affect innovation and 

development in the company. 

   - 71% rated between "4 - 5" for this question. 

   - Average Rating: 4.04 

Q5.1.5: Natural factors and external disasters directly affect the company's 

innovation and organizational performance. 

   - 52% rated between "4 - 5" for this question. 

   - Average Rating: 3.60 
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Part 4.1 Descriptive Statistic:  

Table 10 External Influences Descriptive Statistics 

  Minimum Maximum Mean Std. Deviation 

Q5.1 2.00 5.00 3.7602 0.75838 

 

Table 10 shows that respondents' assessments of the political factor's influence on 

innovation and organizational performance range from 2.00 to 5.00. 

The average mean of 3.7602 indicates a somewhat favorable assessment; respondents 

see the effect of external forces positively, with an average rating above the scale's 

midpoint (3.76). 

The standard deviation of 0.75838 indicates moderate answer variability, showing that 

people have differing viewpoints. 

Part 4.2 ANOVA: With Age Group 

Table 11 External Influences ANOVA Results: With Age Group 

  
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

 
Within Groups 136.661 162 0.844     

Total 137.507 165       

Q5.1 

Between Groups 1.015 3 0.338 0.584 0.627 

Within Groups 93.883 162 0.580     

Total 94.898 165       

 

Table 11 shoe that the ANOVA results show no significant response difference between 

different age groups (F = 0.584, Sig. = 0.627). It suggests that age does not play a 

significant role in shaping perceptions regarding the impact of political factors. 
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Part 4.3 Correlation Analysis: 

Table 12 External Influences Correlation Analysis 

  Q5.1 EXP Gender_2 EDU age_2 

Q5.1 

Pearson Correlation 1 0.099 -0.014 -0.113 0.009 

Sig. (2-tailed)   0.223 0.854 0.145 0.905 

N 166 154 166 168 168 

 

Table 12 reveals that there are weak and non-significant connections between Q5.1 

(political component) and the other factors (experience, gender, education, and age). 

This suggests that respondents' perceptions of the political aspect are mostly unaffected 

by their experience, gender, education, and age. 

Overall, participants believe politics has a marginally positive impact on innovation and 

corporate performance. 

There are no significant differences in responses across age groups, and the weak 

correlations suggest that individual characteristics have little influence on opinions of 

political factors. 

 

3.3. Researcher analysis and explanation of the statistical output: 

➢ Organizational Culture and Innovation: 

• A collaborative and innovative work environment characterizes the organizational 

culture at Jawwal. 

• Employees consistently perceive the company's encouragement of innovation and 

continuous learning across education levels. 
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➢ Organizational Performance: 

• Financial performance, general satisfaction, and organizational effectiveness show 

positive correlations, indicating interconnectedness. 

• No significant differences are observed across demographic groups, emphasizing a 

cohesive organizational culture. 

➢ Vision and Mission Impact: 

• Employees perceive a strong alignment between the company's vision, mission, and 

innovation efforts. 

• The impact of vision and mission on organizational performance and employee 

integration is positively acknowledged. 

➢ External Influences: 

• Respondents perceive external influences positively, with an average rating above 

the scale's midpoint. 

• As indicated by ANOVA results, age does not significantly affect perceptions of 

external influences. 

➢ Correlation and Demographics: 

• Weak and non-significant correlations are observed between organizational 

dimensions and demographic variables (EXP, Gender, EDU, Age). 

• This suggests that individual characteristics do not strongly influence perceptions 

within the questionnaireed dimensions. 
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3.4. Interviews 

The qualitative component of the research focuses on the findings from seven key 

interviews with Jawwal Company department managers and administrators. These 

interviews are crucial for understanding organizational dynamics, particularly 

innovative strategies, and employee perspectives. Participants shared their experiences, 

views, and ideas through a structured series of questions, providing insight into the 

company's approach to innovation, its influence on performance, and staff skill 

development goals. 

The research focuses on the depth of qualitative data gained from these interviews, 

which provides a greater understanding of how innovation is implemented and valued at 

Jawwal Company. The participants' narratives provide richness to the quantitative data, 

resulting in a more complete view of the business culture and practices. The following 

research will extract major themes, trends, and notable stories from these interviews, 

resulting in a fuller picture of Jawwal's innovative environment. 

 

3.4.1. Organizational Innovative: 

• There is an urgent demand for innovation in the telecommunications sector, and a 

favorable climate exists to foster innovation. 

• Calls and internet services have become essential leading businesses to seek 

innovation in other areas to attain the necessary success. 

• Innovation has a huge influence on the company's profitability since it helps generate 

money and guides subscribers in selecting between competing firms.  

• Jawwal Pay, Reflect, and PLUS (prepaid app program) are successful instances of 

internal corporate innovation. 
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• Innovation improves the company's business by strengthening the brand, enriching 

subscriber experiences, and increasing loyalty, as evidenced in programs such as the 

points system. 

• The corporation encourages staff innovation skills through training programs and 

regular attendance at international conferences. 

• Paid memberships to research and development projects like GSMA/SAMENA help 

employees improve their abilities even further. 

Overall, these creative techniques address the telecoms sector's urgent demands while 

positioning the organization competitively in the market. 

 

3.4.2. Organizational Performance 

Jawwal Company employs a comprehensive organizational performance assessment 

system intricately linked to Key Performance Indicators (KPIs) and facilitated through 

direct employee communication channels. This structured evaluation mechanism 

ensures a transparent and objective measurement of individual and departmental 

contributions to the overarching organizational goals. 

When it comes to measuring organizational performance, the corporation prioritizes key 

aspects. The KPIs established for each department serve as benchmarks, demonstrating 

the degree to which the department has met its preset goals. This rigorous method 

integrates the assessment process with the company's strategic goals, resulting in a clear 

framework for performance evaluations. 

Jawwal Company has created a "Innovation Hub" called "فكرة" (Fekra) to promote 

innovation and improve organizational performance. This center fosters the 
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development and execution of creative ideas, stressing the company's dedication to 

keeping ahead of industry innovations. 

Acknowledging and rewarding excellence is a core component of Jawwal's performance 

management strategy. The company utilizes a system of perks and rewards to recognize 

and motivate employees who consistently contribute to the organization's success. 

Furthermore, Jawwal recognizes the interconnectedness between employee performance 

and overall organizational performance. As employees are regarded as partners in the 

organization's journey, improvements in company performance positively impact 

individual contributors. This symbiotic relationship reinforces the importance of 

cultivating a high-performance culture, where the organization's success translates into 

positive returns for its dedicated workforce. 

 

3.4.3. Centering Vision and Mission 

Jawwal actively reinforces the alignment of its vision and mission within its strategies 

and operations through continuous sessions between the CEO (top management) and 

employees. An open-door policy and the incorporation of employee input in formulating 

and designing company strategies facilitate that. 

The company emphasizes the role of vision and mission in guiding efforts toward 

innovation objectives within the organization. Continuous sessions foster 

communication between top management and employees, ensuring a shared 

understanding of the company's goals. 

Vision and mission are critical in guiding efforts toward the company's innovative 

goals. Competitions are established to meet the vision and mission objectives, fostering 

an atmosphere in which workers actively contribute to the innovation agenda. 
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The integration of vision and mission is more than just high-level conversations; it also 

includes actual tactics and actions. For example, special contests are created to meet the 

goals specified in the vision and mission. Projects like Estore and EKYC demonstrate 

how the organization combines its vision and mission into actionable efforts that foster 

innovation. 

Moreover, the company actively encourages the use of technology to mitigate errors and 

expedite work processes. This strategic use of technology aligns with the overarching 

vision and mission, demonstrating a commitment to leveraging innovation for 

operational excellence. 

In essence, Jawwal recognizes that successfully realizing its vision and mission is 

intricately linked to fostering a culture of innovation and ensuring that every employee 

contributes to the collective journey toward achieving these strategic objectives. 

 

3.4.4. External Influences on Innovation and Organizational Performance 

3.4.4.a. Political Influence: 

The political landscape significantly impacts innovation and organizational performance 

at Jawwal, mainly due to the need for a clear innovation policy in Palestine. In contrast, 

countries like Riyadh and Jordan exhibit transparent policies that consistently 

incentivize innovative ideas and offer facilitations for pioneering innovation-driven 

companies, often through tax exemptions. Such clear policies in Palestine acters 

fostering a culture of innovation within the telecommunications sector. 
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3.4.4.b. Security and Peace Dynamics: 

 The security situation profoundly affects the company's ability to achieve innovation 

and excellence in performance. Jawwal's inability to access third-generation services in 

the Gaza Strip is an illustrative example. The insecurity and peace challenges in the 

region result in limitations on technological advancements, impacting the deployment of 

cutting-edge services. The relationship between the penetration rate of broadband 

services and the per capita income reflects the intertwined nature of security and 

economic factors. 

3.4.4.c. Occupational Constraints: 

 The Israeli occupation imposes multiple barriers detrimental to innovation and 

development within Jawwal. Challenges such as import restrictions, limitations on 

accessing advanced technologies, communication difficulties between the West Bank 

and Gaza, infrastructure damage, and the impact of consecutive wars collectively 

impede the company's progress. These constraints hinder day-to-day operations and 

pose long-term challenges that require substantial budgets and extensive efforts for 

reconstruction and repair after each conflict. 

3.4.4.d. Natural Disasters and External Shocks: 

 External factors, including natural disasters and unforeseen events, directly impact 

Jawwal's innovation and organizational performance. Each disaster is viewed as an 

opportunity to create new solutions, exemplified by the launch of Jawwal Pay during the 

COVID-19 pandemic, addressing the subscribers' needs during challenging times. 

However, external factors, such as ongoing wars, can have adverse effects, leading to 

infrastructure damage, prolonged network outages, and the need for significant financial 

and operational efforts for rebuilding post-conflict. 
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In conclusion, the external influences on Jawwal underscore the intricate relationship 

between political, security, occupational, and natural factors, shaping the company's 

ability to innovate and perform optimally in a challenging environment. 

 

3.5. Research Analysis and Evaluation 

The interviews with Jawwal's executives provided valuable qualitative insights on the 

impact of organizational innovation on business performance, as well as the mediating 

role of vision and mission. Leaders emphasized the significance of innovation in 

achieving strategic goals, creating a culture of continuous development, and responding 

to changing market conditions. The findings demonstrated a strong organizational 

commitment to aligning innovation activities with the company's overarching vision and 

mission, indicating the importance of these statements in driving innovation initiatives. 

Furthermore, the interviews showed considerable challenges Jawwal has when 

supporting organizational innovation, including budget constraints, external demands, 

and the need for ongoing staff training. Leaders recognized the need to address these 

difficulties to maintain innovation momentum and improve organizational performance. 

Overall, the qualitative data from interviews reinforced the quantitative findings by 

offering a more detailed picture of the contextual factors impacting the relationship 

between organizational innovation, vision, mission, and performance at Jawwal. 

 

3.6. Observation Through Checklist 

Observations on Organizational Innovation and Performance at the Palestinian 

Telecommunications Company "Jawwal": 
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Throughout my seven-year career, I will share recommendations based on my personal 

experience with how a firm supports and sees innovation, as well as how vision and 

mission may successfully mediate organizational creativity and overall company 

performance. 

 

3.6.1. Organizational innovation 

a. The company encourages innovation in daily work: 

The company adopts an effective policy to motivate employees to innovate in their daily 

tasks, as it promotes an open environment and dialogue of ideas. From my personal 

experience, as an employee, I am invited to a brainstorming meeting at least once a day, 

which helps increase work innovation. 

b. The company allows employees to present new and innovative ideas in the 

context of work: 

Employees are given periodic opportunities to present their innovative ideas, which 

contributes to building a culture open to innovation and innovation. The most important 

example is the "Ehkeha" competition, which involved employees with different ideas in 

several fields, with a judging committee, profit criteria, and prizes depending on rank. 

c. The company supports an environment that encourages learning and knowledge 

sharing: 

The company encourages building a continuous learning environment where knowledge 

is exchanged among employees and continuous training opportunities are provided. 

Accordingly, a unique system has been built for each employee that explains to him the 

essential training he must receive during the year and a plan to complete this training in 

coordination with the direct manager. 
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d. The company uses modern technology to exchange ideas: 

The company provides modern technical means that facilitate the exchange of ideas and 

stimulate interaction. An example is the Digital Workspace system, through which ideas 

are added from any employee, and each idea reaches its owner to be evaluated, 

discussed, improved, and then moved forward. 

e. The company adopts modern methodologies: 

To boost performance effectiveness, the organization employs creative management 

strategies as well as current process software. Among them is the HR Jawwal 

application, which enables many services for employees, the most important of which 

are submitting departures and vacations, viewing attendance and departure hours, 

knowing the remaining vacations of the year, knowing the employees whose birthdays 

fall on each day, seeing who was recently appointed to the company and in any 

department, and many other features that an employee can easily enjoy even when he is 

not at work. 

There are also internal transactions that take place through the DWS system, which 

helps to access Zero Paper at work, as all transactions, balances, and memos can be 

entered into this system to be approved by the concerned parties without the need to 

print and move around the work to obtain approvals and proceed, with the necessary 

procedures. 

Of course, here is an expansion of the required points: 

f. The company has unique strategies to enhance organizational innovation in its 

services and products: 

Specialized tactics are used to foster creativity in the development of each service and 

product, such as assigning an official and owner for each. Resources and efforts are 
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given to encourage this official to contribute new and creative ideas, whether through 

awards, recognition programs, continuous courses, or the option of asking functional 

field studies in all fields. 

g. company values innovative ideas and proposals by employees: 

The organization always expresses appreciation and acknowledgment for new ideas 

generated by its employees, and if viable ideas are adopted, it provides an appropriate 

assessment to the inventive employee as well as a yearly rise. 

h. The company seeks to develop innovation skills and link them to strategic 

objectives: 

As corporate plans evolve, it is critical to assist employees in developing the skills 

required to meet the company's strategic goals. Jawwal, for example, is training its 

Information Technology Department staff to prepare the network for fourth-generation 

services, which is part of the company's strategic objective. 

i. The company's alignment of organizational innovation processes with approved 

internal procedures and policies: 

The organization combines innovation processes with established internal procedures 

and rules to guarantee that innovation does not compete with current systems, but rather 

strengthens them. 

j. Innovation in the company contributes to achieving better organizational 

performance: 

The organization is committed to attaining exceptional performance and sees innovation 

as a tool to that end, since the impact of innovation is monitored across a variety of 

performance metrics, including financial performance, customer interaction, and 

process efficiency. 
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Harmonizing Insights: The harmony of multiple research approaches used in this 

study, such as questionnaire analysis, interviews, and checklist observation, resulted in 

congruent and reinforcing results. Questionnaire results, which quantified organizational 

innovation dimensions and performance metrics, were aligned with the rich qualitative 

insights obtained from in-depth interviews. The tales revealed during interviews added 

context to numerical findings and confirmed and clarified the patterns found in the 

questionnaire data. Furthermore, the observational checklist, which captured practical 

organizational practices, functioned as a physical anchor, ensuring that reported 

attitudes matched actual operational actions. This complete strategy, which incorporates 

both quantitative and qualitative data, provides a solid foundation for the conclusions 

obtained, confirming the trustworthiness and consistency of the results across various 

research approaches. 

 

3.6.2. Organizational performance 

a. The company achieves its goals effectively: 

The company is characterized by its capacity to fulfill its objectives efficiently, as 

strong strategic plans are developed and implemented in collaboration with major 

consulting firms such as Ogilvy and Vodafone Egypt, establishing it as the top global 

company. 

b. The company achieves financial success: 

The firm has achieved tremendous financial success, demonstrating effective financial 

management. Annual reports, which are available on the company's website, illustrate 

financial performance. Financial success reflects outstanding organizational 

effectiveness in the corporation. 
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c. The company excels in the local market: 

The corporation has a market share of more than 70% and 4 million users, giving it a 

competitive edge. 

d. The company cares about customer satisfaction: 

Customers are happy with the company's products and services, demonstrating 

performance quality. This is determined by the returns from these services, as well as 

consumer feedback via interactions on social media pages, field research, and opinion 

questionnaires done following the debut of each service. They understand that pricing 

may vary from time to time. 

e. The company has committed employees: 

Employees show significant involvement and a drive to attain exceptional performance, 

indicating a strong team spirit. The firm offers many employee loyalty programs. 

 

3.6.3. Organizational innovation, with mission and vision as a mediator, affects 

organizational performance: 

a. The company's mission and vision inspire innovation: 

The company's vision promotes innovation and creativity in the workplace. 

b. Innovation is integrated with the company's mission and vision: 

Innovation initiatives are structured in accordance with the objectives, values, mission, 

and vision. 

c. Clarifying the company's mission and vision to all employees: 

Employees are guided to understand how they may help the organization achieve its 

goal and vision. 
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d. The company makes continuous efforts to direct employees towards 

innovation: 

The organization prioritizes employee creativity to align with mission and vision 

goals. 

e. The organization invests resources to achieve its mission and vision through 

innovation. 

These insights gathered over the last seven years show the company's continued 

attempts to strike a balance between organizational innovation and exceptional 

organizational performance, with mission serving as the mediator. 
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Chapter 4:  Conclusion and Recommendations 
 

4.1. Conclusion 

This comprehensive analysis has significantly enhanced our comprehension of the 

intricate interplay between organizational innovation, the mediation of mission and 

vision, and overall organizational performance. The insights garnered hold immense 

value for both academic discourse and practical implementations. Exploring sub-

research issues has unveiled pivotal aspects, ranging from administrative intricacies to 

external influences, painting a holistic portrait of Jawwal's organizational landscape. 

Examining mission and vision statements as mediators underscored their pivotal role in 

nurturing a thriving organizational culture, aligning strategic objectives, and steering the 

course toward organizational performance. 

Moreover, this research contributes substantially to the existing body of knowledge by 

addressing specific gaps in our understanding of organizational dynamics within the 

Palestinian telecommunications sector. Delving into Jawwal's challenges and triumphs 

offers a nuanced perspective transcending theoretical realms. The implications of this 

study extend beyond Jawwal, providing valuable insights and actionable 

recommendations for similar businesses aiming to enhance their innovative capacity and 

overall performance. 

Skills development initiatives, as recommended, align with the conclusion's emphasis 

on the critical role of organizational culture in facilitating innovation. The organization 

can further align its workforce with its innovation goals by providing continual training 

to boost employees' competencies in innovation and technology. Improving internal 

communication, particularly the clear awareness of the company's vision and mission, 

resonates with the study's findings on the mediating role of mission and vision 
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statements. This recommendation seeks to reinforce the significance of these statements 

in cultivating an excellent culture and harmonizing strategic goals. 

Encouraging cross-functional collaboration, as recommended, directly aligns with the 

study's recognition of the holistic nature of innovation. Establishing cross-functional 

teams to tackle complex challenges resonates with the study's emphasis on the 

multifaceted aspects of innovation and the importance of collaborative creativity. 

Lastly, prioritizing client feedback for client-centric innovation aligns with the study's 

emphasis on continuous consumer interaction to gain insights and develop innovations 

aligned with evolving needs. 

As suggested, the proactive monitoring of external factors is aligned with the 

conclusion's recognition of the need to adapt to changing conditions. The study 

emphasizes the dynamic nature of innovation and the organization's continuous need to 

align its efforts with a clear vision and mission. Responsive process improvement 

directly responds to the study's conclusion, emphasizing organizational dynamics' 

complexities and the ongoing need for alignment. This recommendation proposes 

enhancing fast response tactics to navigate organizational changes effectively. 

This comprehensive analysis has significantly enhanced our comprehension of the 

intricate interplay between organizational innovation, the mediation of mission and 

vision, and overall organizational performance. The insights garnered hold immense 

value for both academic discourse and practical implementations. Exploring sub-

research issues has unveiled pivotal aspects, ranging from administrative intricacies to 

external influences, painting a holistic portrait of Jawwal's organizational landscape. 

Examining mission and vision statements as mediators underscored their pivotal role in 
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nurturing a thriving organizational culture, aligning strategic objectives, and steering the 

course toward organizational performance. 

Moreover, this research contributes substantially to the existing body of knowledge by 

addressing specific gaps in our understanding of organizational dynamics within the 

Palestinian telecommunications sector. Delving into Jawwal's challenges and triumphs 

offers a nuanced perspective transcending theoretical realms. The implications of this 

study extend beyond Jawwal, providing valuable insights and actionable 

recommendations for similar businesses aiming to enhance their innovative capacity and 

overall performance. 

Skills development initiatives, as recommended, align with the conclusion's emphasis on 

the critical role of organizational culture in facilitating innovation. The organization can 

further align its workforce with its innovation goals by providing continual training to 

boost employees' competencies in innovation and technology. Improving internal 

communication, particularly the clear awareness of the company's vision and mission, 

resonates with the study's findings on the mediating role of mission and vision 

statements. This recommendation seeks to reinforce the significance of these statements 

in cultivating an excellent culture and harmonizing strategic goals. 

Encouraging cross-functional collaboration, as recommended, directly aligns with the 

study's recognition of the holistic nature of innovation. Establishing cross-functional 

teams to tackle complex challenges resonates with the study's emphasis on the 

multifaceted aspects of innovation and the importance of collaborative creativity. Lastly, 

prioritizing client feedback for client-centric innovation aligns with the study's emphasis 

on continuous consumer interaction to gain insights and develop innovations aligned with 

evolving needs. 
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As suggested, the proactive monitoring of external factors is aligned with the conclusion's 

recognition of the need to adapt to changing conditions. The study emphasizes the 

dynamic nature of innovation and the organization's continuous need to align its efforts 

with a clear vision and mission. Responsive process improvement directly responds to the 

study's conclusion, which emphasizes the complexities of organizational dynamics and 

the ongoing need for alignment. This recommendation proposes enhancing fast response 

tactics to navigate organizational changes effectively. 

 

4.2. Recommendations  

1.  Enhance performance assessment utilizing key performance indicators (KPIs) to 

track attainment of company goals. 

2.  Foster Individual Innovation: 

• Encourage workers to propose fresh ideas. 

• Create incentive schemes to recognize and encourage innovation. 

3.  Skills Development. 

4.  Improve Internal Communication. 

5.  Monitor and analyze the influence of external factors on innovation and 

organizational performance. Be prepared to respond to market and industry 

changes. 

6.  Improve Response Processes. 

7.  Encourage cross-functional collaboration to promote transdisciplinary innovation. 

8.  Prioritize client feedback to promote innovation and ensure that products and 

services fit evolving needs and preferences. 
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9.  Sustainable Innovation Practices: Integrate sustainability principles into the 

innovation process to align environmental and social obligations. 

10.  Technology Adoption and Integration: - Embrace emerging technologies relevant 

to the telecommunications industry and foster a culture of continuous 

technological adoption. 

11.  Evaluate current innovation measures and suggest new standards. 

12.  Explore the use of agile approaches in innovation initiatives. 

13.  Investigate effective techniques to safeguard and manage intellectual property in 

creative ventures. 

14.  Examine how government policies and incentives influence organizational 

innovation. 

15.  Explore the advantages of open innovation approaches and partnerships in 

industrial ecosystems. 

16.  Investigate the ethical implications of new technology and creative activities. 

 

4.3. Future Research Topics 

1.  Improving Key Performance Indicators (KPIs) for Strategic Performance 

Assessment: Exploring Customization Strategies for Aligning KPIs with 

Organizational Goals. 

2.  Designing Effective Incentive Mechanisms for Individual Innovation: A 

Comprehensive Analysis of Incentive Structures to Foster a Culture of Continuous 

Improvement. 
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3.  Dynamic Skills Development for Long-Term Innovation: Creating Adaptive 

Training Programs to Improve Workforce Competencies in Innovation and 

Technology. 

4.  Strategic Internal Communication for Organizational Alignment: Evaluating 

Communication Strategies to Ensure Clarity in Organizational Vision and Mission. 

5.  Adaptability to External Influences: Navigating Market Dynamics for 

Organizational performance: Assessing Strategies for Effectively Monitoring and 

Responding to External Factors Influencing Innovation. 

6.  Agile Organizational Response Processes: Improving Response Strategies for 

Organizational Agility in Dynamic Change. 

7.  Cross-functional Collaboration for Transdisciplinary Innovation: Investigating the 

Role of Diverse Teams in Promoting Collaborative Creativity and Problem-

Solving. 

8.  Prioritizing Customer Feedback for Sustainable Innovation: Creating Strategies for 

Systematically Integrating Customer Insights into the Innovation Process. 

9.  Integrating Sustainability Principles into the Innovation Framework: A 

Comprehensive Analysis of Eco-Friendly Technologies and Strategies for Reduced 

Environmental Impact. 

10.  Strategies for Continuous Technological Adoption in the Telecommunications 

Industry: Adopting Emerging Technologies to Improve Efficiency, Scalability, and 

Organizational Performance. 
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4.5. Appendix 

4.5.1. Questionnaire 
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4.5.2. Interviews Questions 
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4.5.4. Observation Through Checklist 
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