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Abstract

The study aims to examine the impact of the learning organization strategy in enhancing
individual creativity in the Palestinian health sector (PHS) and verify if the learning
organization enhances individual creativity among workers in the PHS. In this study, a
quantitative design employs a questionnaire as a data collection tool used to collect primary
data from the target population, consisting of (178) participants from both administrative and

medical employees in the PHS.

In general, the results of the study illustrate if learning organization strategy affects
enhancing individual creativity in PHS. Also, it proves that there is an impact of continuous
learning and empowerment for strengthening individual creativity in PHS. The result shows
that the dimensions of a learning organization did not affect the individual creativity of the
employees in the PHS. Still, the learning organization as a whole influenced the individual

creativity of the employees.

It was recommended that the Palestinian health sector remains on the lookout for reasons
that affect organizations' learning to avoid these reasons and that the PHS should be interested

in foundations and initiatives to enhance creativity among the employee.

Activating the role of health sector workers and showing their creativity in their various
fields of work, including doctors, nurses, administrative employees, supportive medical
sciences, and others. Empower employees and pay attention to them to be able, conscious,
and with strong knowledge. Also, it is recommended that the Palestinian health sector
highlight employees' achievements, motivate them to improve themselves and reward creative

employees through fair evaluation mechanisms at all levels. Besides, the health sector should
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apply the fundamentals of the learning organization to make the organization a suitable work

environment for creativity, innovation, and renewable ideas.

During the emergency period (COVID 19), the data collection made communication with
governmental and private health institutions affiliated with the Palestinian Ministry of Health

and health sector personnel very difficult.
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CHAPTER ONE

INTRODUCTION

1.1 Background

Some factors make life so complicated, such that learning is more required than in
the past, such as globalization, changing economies, new technology, competition, and
new products and services. Today's organizations need to be fit for systematically acquired
learning to acquire deeper and broader knowledge and skills to be applied to new

behaviors. (Sessa & London, 2015).

Organizations' competitive situation in constant change forces organizations to
change and adapt, learn to survive and grow (Bhaskar & Mishra (2017). The success of
any organization depends on managers and team members who work hard, loyal, and
possess soft skills. Therefore, leadership quality is essential for managing employment
employees. To achieve the goals set for the organization, leaders must provide a suitable

work environment for their employees.

Jung et al. (2010) said: “leaders need to find a balance between the goals of an
organization and the employee's needs.” The main concern of various organizations these

days is to understand, develop and improve the skills of leaders (Sosik & Jung 2011).

Duan (2017) explained a learning organization could enhance the loyalty of its
employees and their sense of participation in their work. Also, strengthen organizational
ties to enhance organizational creativity by employees working in the organization. Thus,

for enterprises to become a learning organization, they must possess the characteristics of a



learning organization to allow the internal members of the organization to promote their

work values and generate a sense of recognition.

Luhn (2016) cited words that Bertels (1997) said: “the continuous development and
creation of a life-long learning system is through the realization of teamwork, the
incorporation of a permanent learning process, as well as the continuous renewal of
organized work.” Humanity possesses the ability to think, analyze and learn through
reasoning or imitation. Learning is the main process for understanding knowledge
management. If people neglect to learn, then there is nothing to preserve, distribute or use.

(Luhn, 2016)

A learning organization is considered an open system due to closed relationships with
its surroundings, which guarantees access to the organization system's information.
Continuous changes in the education process make it unable to keep up with the

surrounding systems. (André, 2016).

Gilaninia et al. (2013) state that learning organization is a special type of organization
because of its powerful and collective teaching approach. Also, it helps to enhance
organizational learning through the creation of structures and strategies. Moreover, Liao
(2010) indicates that learning organization is interchangeably used, its outcome of the

learning through the individual level.

Kools & Stoll (2016) define learning organization as a continuous process of
collectively integrating and interpreting knowledge that enhances the organization's

collective ability to understand and respond to internal and external change.

According to Gong et al. (2009), they indicate that creativity is related to establishing

thoughts and positive ideas that enhance the efficiency and effectiveness of the processes.



Taha et al. (2016) illustrate that employee creativity indicates the individuals’
generation of new ideas and that creativity is composed of an individual’s accumulated
creative thinking, skills, and expertise based on education and past experiences. All of
these are necessary for creating a competitive atmosphere in the workplace, making it
useful for the organization. Also, the most valuable resources that organizations have are
their human resources for managing an organization effectively and efficiently. Thus,
creativity could contribute to a competitive advantage for the organization (Gong et al.,

2009).

The learning organization concept is more important for developing countries related to
its help in the up-grading of its people’s knowledge, skills, and capacities for decision-

making (Awasthy & Gupta, 2012).

Nabil et al. (2017) mention that creativity is the generation of imaginative new ideas
involving radical new ideas, applying a radical newness innovation or solution to a
problem, and a radical reformulation of problems. Moreover, Lockwood & Al-Ababneh
(2016) define the term creativity as “the creation of a valuable, useful new product,
service, idea, procedure or process by individuals working within a complex social

organization.”

Gilaninia et al. (2014) mention that the relations between communication and
creativity in service and manufacturing industries revealed the effect of communication on
creativity. According to Ghung et al. (2012), organizational communication facilitates
mutual understanding between employees, encourages job morale, enhances job

satisfaction, and yields good creativity performance of employees.

The number of operating hospitals in Palestine in the year (2019) reached (84). (52)

hospitals operate in the West Bank, including East Jerusalem. It constitutes (61.9%) of the



total number of hospitals operating in Palestine. The total number of hospital beds
(including psychiatric and neurological hospitals) is (6435) beds, with an average of (12.9)
beds per (100,000) inhabitants. (Health Annual Report, 2020). Moreover, 82 hospitals
affiliated with the PHS do their work to the fullest from serving patients. Still, do these
hospitals support the role of a learning organization in enhancing the individual creativity

of their employees? (Health Annual Report, 2020).

In the context of the study, the Israeli occupation is a major obstacle that prevents
the progress of various Palestinian work sectors and the health sector. PHS, faces a
shortage of resources and health supplies. Despite all challenges and obstacles, PHS, with
the cooperation and support from the international community and United Nations
organizations, especially the WHO, could save the health system from collapsing and
achieve good health indicators at the Eastern Mediterranean region to which Palestine
belongs. The problem of PHS is with how the work is done. PHS should utilize available
resources and capacities effectively. A learning organization has a specific task to perform;
it monitors the process of integrating the learning organization with a health organization

to enable it to accomplish its duties fully and completely (PCBD,2017).

The study aims to examine the impact of learning organization strategy in enhancing
individual creativity in the Palestinian health sector (PHS) in the West Bank from

employees’ perspectives.

1.2 Problem Statement

An ever-changing health service requires more creative and innovative employees.
Creativity-based learning helps to identify and solve problems. Learning shows in
employees ’ability to develop and implement innovative solutions. Also, challenge-based

learning strengthens self-learning and employee creativity (Yang et al., 2018).



This study attracts the attention of the PHS to become a learning organization that
enhances individual creativity, works to develop it, and integrates creative individuals into
society. Also, it works to provide job opportunities for individuals to keep up with the

economic and scientific development in the labor market to ensure its continuity.

Coordination and cooperation between the PHS and its health institutions to develop
their plans, recommending necessary measures to achieve the learning organization. Thus,
collaboration and joint work in developing national health plans and defining roles in

implementation.

The study facilitates the work of health institutions with other health departments, the
task and work of institutions in the PHS. It also provides PHS with information about the

learning organizations.

Therefore, this study aims to examine the impact of learning organization strategy

in enhancing individual creativity in the Palestinian Health Sector

1.3Research Objectives

This study's main objective is to examine the impact of learning organization
strategy in enhancing individual creativity in the Palestinian Health Sector (PHS). The

main objective of this study is divided into the following sub-objectives:

v To identify the level of the dimensions of the learning organization strategy in the
Palestinian health sector in West Bank from employees’ point of view.
v To identify the level of individual creativity in the Palestinian health sector in West

Bank from employees’ point of view.



v To identify the significant difference in understanding learning organization
strategy and individual creativity due to demographic characteristics (gender, age,
qualification, and experience).

v To identify the relationship between the dimensions of the learning organization
strategy and individual creativity dimensions in PHS in West Bank from
employees’ perspectives.

v To identify the impact of the learning organization strategy on enhancing individual

creativity in the West Bank from employees’ perspectives.

1.4Research Question

The main question of this research study is “What is the impact of learning
organization strategy on enhancing individual creativity in the Palestinian Health Sector?”

To answer the above question, the study will be focusing on the following sub-questions:

Question 1: What is the level of Learning Organization Strategy in the Palestinian

health sector in the West Bank from employees’ point of view?

Question 2: What is the level of individual creativity in the Palestinian health sector

in the West Bank from employees’ point of view?

1.5 Research Hypothesis

To achieve the main study objective, the study includes five alternative hypotheses
to examine the impact of learning organization strategy in enhancing individual creativity

in the Palestinian health sector in the West Bank. These include the following:

H1: Learning Organization Strategy plays a significant role in the Palestinian

health sector in the West Bank.



H2: Individual creativity plays a significant role in the Palestinian health sector in

the West Bank.

H3: There is a significant difference in understanding the learning organization
strategy and individual creativity due to demographic characteristics (Age, Qualification,
the number of years worked in the current institution, and Years of experience) in the

Palestinian health sector in the West Bank.

H 3-1: There is a significant difference in understanding the learning organization
strategy and individual creativity in the PHS in the West Bank due to Gender.

H 3-2: There is a significant difference in understanding the learning organization
strategy and individual creativity in the PHS in the West Bank due to (Age, Education,
Experiences).

H4: The dimensions of learning organization strategy and individual creativity

dimensions are related to each other in the Palestinian health sector in the West Bank.

H5: There is a significant impact of learning organization strategy on individual

creativity in the Palestinian health sector in the West Bank.

H6: There is a significant impact of the learning organization strategy on individual

creativity in the Palestinian health sector in the West Bank.

1.6 Research Importance

1. The process of organizational learning is an integrated study that combines the

individual, the difference and the organizational level, and links this with some factors that
help improve the performance of the organization.

2. The concept of organizational learning is still relatively new in organizations,

especially organizations in the Middle East, so the researcher should address it and give it



some privacy and opportunity to spread.

3. The application of this study on one of the Palestinian organizations

contributes to the definition of leadership in organizational learning and its relationship to
the performance of the organization, which works to enrich the administrative, medical and
strategic employee to work properly and to take appropriate decisions for the organization.

4. Highlight the most prominent contemporary administrative concepts, which

constitute a crucial stage in the framework of administrative and scientific development.
Organizational learning is the main source of success for the organization in its strategic
behavior to achieve core objectives in a highly dynamic and ambiguous environment.

5. Identify the reality of organizational learning in the reality of the institutions

and centers of the Palestinian Ministry of Health.
6. Acknowledgment of the relationship between organizational learning and its

impact on individual creativity in the organization.

7. Providing suggestions and recommendations in the light of the results of the
study, to the Palestinian Ministry of Health to enhance the process of
organizational learning, performance, and creativity and give individuals space for
creativity and excellence in their work in organizations, where there are doubts that

organizational learning will have a hugely competitive field in the coming years.
1.7 Research Structure:
This study consists of five chapters, the Introduction, the Study Methodology,

Literature review, Data analysis and Discussion, and Conclusions and Recommendations

in order from chapters one to five.



Chapter One: This chapter contains seven sections. It starts with the background
about the study, research problem, objectives, research questions, hypostudy, the
importance of research and ends with its structure.

Chapter Two: This chapter contains two main sections: theoretical literature
review and empirical literature review. The first section will introduce the main
concepts of the study variables, their dimensions, and their importance. The second
section presents the findings of previous studies and their limitations and
recommendations.

Chapter Three: This chapter presents the study methodology. It includes seven
sections: study design, data collection, study instrument, the population of the
study, the sample of the study, statistical approach, and the conceptual model.
Chapter Four: This chapter analyzes the collected data, introduces the
respondent demographic profile, answers the study questions, and tests the
hypothesis study. Moreover, it summarizes the result and compares them with
previous similar studies' findings.

Chapter five: This is the last chapter that presents the study conclusion,
recommendations, and limitations; moreover, the researcher suggests future

studies.
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Chapter Two

Literature Review

2.1 Summary of Literature Review

This chapter is divided into two parts: first one deals with the theoretical framework, which
includes the learning organization strategy (concept, importance, and dimensions) and
individual creativity, and the second part will be about reviewing the empirical literature,
previous Arab and foreign studies that dealt with strategic planning, the learning
organization, and individual creativity, where there are many studies about implementing
the strategy of the learning organization and the factors that affect and are affected by it in

different types of organizations.

2.1 Theoretical literature review

2.1.1 The Concept of Learning Organization

In today's organizations, learning is the key to success and survival. Knowledge
should be constantly enriched through continuous internal and external learning. To
maintain this process, it is necessary to support and revitalize the organization, people,

knowledge, and learning technology (Serrat,2017).

Gilaninia et al. (2013) defines a learning organization as a strong, collectively
learning organization that works to improve, manage and use its information to achieve its
organizational success. Moreover, it is considered an organization that helps in enhancing

organizational learning through the creation of structures and strategies.
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Atak & Erturgut (2010) explained that a learning organization supports individual and
group learning in the work environment. It is also constantly changing the nature of its
work. Therefore, it can be recognized through its ability to adapt to its external

environment, focused on learning based on challenges and mistakes.

A learning organization relies on a set of methods in learning. Management makes an
effort to improve their ability to interact and then use knowledge, allowing individuals to
learn inside and outside the organization and use appropriate technology (Al Shobaki et al.,

2017).

Liao et al. (2010) explain that knowledge is based on economics and only continuous
changes, so knowledge becomes a very important power and resource for preserving the
valuable heritage and creating the core competencies that every individual and
organization needs. Consequently, most organizations failed to complete their tasks and
duties, as they did not realize the benefits of continuous learning. A rapidly changing
environment needs outstanding leaders to generate rapid responses to problems that occur,

find solutions to them quickly, and constantly adapt to survive and flush.

Studies on learning organizations focused on performance (Al-Jawazneh & Al-
Awawdeh, 2011). Research performance effects and benefits have increased since the
1990s with the publication of Singh's book. However, these efforts are directed primarily at

evaluating businesses and industrial organizations (Patnaik et al., 2012).
2.1.2 Learning Organization Vs. Organizational Learning

In the past, learning organization and organizational learning were frequently used.
Organizational learning and learning are concerned with obtaining
information, interpreting data, developing knowledge, and preserving learning.

Nevertheless, many differences exist between the two concepts (Mulili & Wong, 2011).
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In a learning organization, strategic planning leads to organizational change.

Thus, employees' beliefs, values, and standards are changing and put under action. It also
helps develop employees' thoughtful conditions and strategies during processes that

support continuous learning of individuals and the organization (Kools & Stoll, 2016).

The LO is a very old concept. A learning organization is defined as a place where
vision, patience, and courage are required, and every individual in the organization is
accepted as a legitimate being. Moreover, learning is a multidimensional phenomenon
common in any human land (Kempster & Cope, 2010). According to Passaro et al. (2017),
learning is an existing activity. Walsh & Cunningham (2017) state that LO is based on an

individual's direct and indirect experiences.

The unconscious or under the control of individuals (Fust et al., 2018). Moreover,
learning is a phenomenon related to the individual, teams, and organizations (EI-Awad et
al., 2017). Man (2012) notes the need to discuss the unique features of entrepreneurship

learning as a concept.

Individual, group and organizational learning belong to educational organizations by
encouraging sustainable organizational learning processes (Chang & Lee, 2007). A
learning organization is an organization that facilitates learning for all its employees and

constantly changes itself (Yuesti & Sumantra, 2017).

A group of organizational members provides learning in such a way that leadership
can improve the learning process and organizational learning outcomes. Moreover, leaders
need to create an environment in which all members of the organization shine as learners

to define what they choose, what to do, and what they can do (Gilaninia et al., 2013).

According to (Chu, 2016), using motivational drives to improve organizational learning
highlights the organization, which sometimes chooses certain mechanisms from knowledge

sharing practices to motivate the employee and promote the organization, thus learning and
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knowledge sharing. The conceptual framework is also adapted to serve organizational

needs for knowledge sharing.

Argote & Spektor (2011) indicate that organizational learning is still the collective process
of acquiring competencies that are modified by how they are managed and transformed. As
a result of this intrinsically complex concept, it is necessary to integrate or adopt a multi-
level approach. The strength of the OL also rises in a wide range of areas that can be
applied. Moreover, leadership, vision, and organizational learning are the key to improving

the organization (Kurland et al., 2010).
2.1.3 The Importance of Learning Organization

Learning is provided by a group of organization members (Hagen 2010). The aim of
learning is the tendency of organizations to act in a participatory approach to using

learning opportunities. Also, it is to determine the extent to which organizations can learn.

Moreover, working, learning, and expanding skills are essential to revive a new
educational curriculum. Organizational learning needs to be empowered throughout
strategy implementation. Also, organizations that adopt the concept of a learning
organization have a higher response to their internal and external environment. (OECD,

2018).

Bui & Baruch (2012) note that a learning organization is an essential skill that must be
developed by an organization that wants to succeed in a rapidly changing competitive
environment. A learning organization experience leads to free performing tasks and
decision-making. Reaching new people could access information that provides familiarity
with the entire organization and its environment more strategically and effectively

(Harvard Libraries June 13, 2014).
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The education sector plays a major function in creating future leaders through
employee training courses to push the organization's work towards the transition to a

knowledge-based economy (Bui & Baruch, 2012).
2.1.4 The Dimensions of Learning Organization

Several research studies have been conducted to test the reliability of the learning
organization dimensions in different contexts: USA, Colombia, China, Taiwan, Korea, and
Arab countries. These studies succeeded in verifying the applicability of DLOQ in
societies with different cultural backgrounds by providing the internal consistency of the
reliability of each component (ranges). Alpha coefficient from 0.71 to 0.91) (Song et al.,

2009). As mentioned in (Sharifirad, 2011).

The seven dimensions of learning that have been proposed as an integrated model
include continuous learning that shows growth by employees who learn in their jobs

(Watkins et al., 2018).

Darwin (2017) stated that organizational learning is still in search of a theory, and
there can be no agreement on the dimensions of the learning organization. Moreover,
useful models associated with learning and change can be utilized individually or jointly to

reflect on the overall order of an organization.

Dimensions of the learning organization affect learning outcomes. As employee
empowerment stimulates individual learning, system communication stimulates
organizational learning, and the embedded system works at group level and learning
outcomes. This enables organizations to learn directly from their structure and systems

(Walsh &Ungson,1991) (Jyothibabu et al., 2010).



15

e Continuous Learning

Learning in the workplace enables people to learn on the job. Opportunities are

provided for continuous learning and growth.

Kolodny, Edelman, and Lotem (2014) stated that continuous learning of structure from
data flow is studied mainly in machine learning or language acquisition. Still, its
evolutionary roots may go back to early organisms that were an internal drive to learn and

represent their environment.

Van Breda-Verduijn and Heijboer (2016) mention that a learning culture effectively
supports organizational goals and forms an effective fertile ground for the required
learning within the organization. Moreover, learning is a major issue, and a strong learning

culture constitutes an effective fertile ground for continuous learning.
e Promote Dialogue and Inquiry

People acquire the productive thinking skills to express their opinions and listen and
inquire about the opinions of others. Thus, culture change is often done to support
questioning, feedback, and experimentation (Shreivrad, 2011).

Dobber & van Oers (2015) explain that inquiry is part of modern educational practices at
all different levels of learning. Hence, according to Vygotsky (1978), the human capacity
for inquiry is one of the psychological functions rooted in interpersonal activities. The
most knowledgeable has an important role in educating the novices. Hennessy, Mercer &
Warwick (2011) said: Dialogue and inquiry provide new opportunities for individuals to

contribute their ideas physically, and action can also build new knowledge together.
e Encourage Team Learning and Collaboration

Work is designed to use groups to access different modes of thinking. Groups are

learning and work together. Judd, Kennedy & Cropper (2010) mention that peer-based
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collaboration in promoting individual learning, understanding, and achievement has been

done through research.

Darwin (2017) examines the close of the knowledge gap, which arises when speech
replaces action, memory replaces thinking, and fear inhibits knowledge-based action. Thus,
knowledge solutions provide organizations with tools, methods, and approaches to close

the gap.

Encouraging group learning and Collaboration work on discovering hidden
information, solving problems, encouraging action and thinking, and testing the
information obtained so that the work environment becomes organizational in an

intelligent way.

e Embedded Systems and Share Learning

High and low-tech systems are created to share learning and integrate with work. So,
access is provided, and regulations are maintained.

The embedded system is a major system for sharing learning and accessing technology-
based systems; therefore, when knowledge is shared and captured among the organization's
employees, it can be integrated into the organization's repository for employees to reach,
especially when the employee leaves the organization (Argote, 2011). Therefore, the
learning process, which is a transformational change, includes individual, group, and

institutional learning (AL- Hashema, Almasria & Orabia, 2020).
e Empowerment

People participate in creating, owning, and implementing a common vision.
Responsibility is distributed when the decision is made so that people are motivated to

know what they are responsible for. According to (Al-Hashema, Al-Masria, and Orabia
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2020) empowerment dimension means that employees have a shared responsibility in
developing and implementing the organization's vision.

Empowerment is the process of individual development to achieve organizational
goals. This dimension is achieved through increased knowledge. Sharing is very basic to
the concept of empowerment. Society needs empowerment to improve knowledge by
itself, and society is called upon to develop potential together.

Moreover, the economy is the basis of people and life; economic empowerment is the
bias of the community to improve economic prosperity. Society needs empowerment to

improve its ability and knowledge by itself (Yuesti & Sumantra, 2017).
e System Connections

Working within groups achieves collaboration and works to strengthen relations
between employees, which helps to enhance the different relationships between employees
and leaders, employees with information, employees with the external environment, also
the organization with other various organizations in the labor market. The system’s
communications dimension indicates strong extended relationships between the

organization and employees to use the information systems in their jobs.
e Strategic Leadership

Leadership use learning as a model strategically to do work. The strategic
leadership dimension of learning has been used strategically to enable the learning process

(Marsick & Watkins,1997; Song et al., 2009).

Kools & George (2020) mention that a learning organization requires strategic
managers who think strategically about using learning to create organizational change, thus
converting strategic plans into practice. Moreover, managers and leaders have a role in
creating learning organizations through discussions to solve problems that face the

organization, successful practices, and knowledge sharing.
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Obiwuru, Okwu, Akpa, and Nwankwere (2011) observed that leadership is
important to affect individual and organizational interaction. Also, understanding the
effects of leadership on performance is important because some researchers view

leadership as one of the major driving forces for improving company performance.

According to Lee and Chuang (2009), they explain that the ideal leader cares about
enhancing the efficiency and fulfillment of employees, taking care of business

requirements to achieve organizational goals.
2.2.1 Creativity

Barron, 1955, Runco and Jaeger (2012) define creativity as the production of new and
useful ideas; creativity is preceded by a deep interest in and participation in the task.
Steele, Mclntosh, and Higgs (2017) mention that the most successful scientists are not the

most talented, but they are the ones motivated by curiosity.

Interest in creativity has increased since the 1990s, and there have been many studies
defining creativity since (1993) as ideally new ideas that lead to creating a new product,
service, or procedures that are necessary for creative and important achievement and
enhancing the performance in a way that stimulates the performance of the institution
(Gilson & Shally, 2004; Woodman et al.,1993). Creating creative or strategic solutions in a
new way leads to the complete success of the organization and tasks (Munoz-Doyague and

Nieto, 2012).

Creativity is important for individual differences; it is a factor that has received little
attention compared to other fields such as intelligence. Creativity showed significant
positive relationships between openness and negative relationships where it was found that

creativity is related to openness (Batey, Furnham, and Safiullina, 2010).
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Martin & Beckmann (2013) mention that organizational communication aims to
provide organizational members with the information for work and the development of
organizational members to present beneficial attitudes towards the organization, created to

facilitate mutual coordination, enhance work creativity, and individual satisfaction.

Zukowski et al. (2012) mentioned that lack of effective communication is a major
obstacle to organizational creativity. Chen et al., (2012) studied the influence of
departments in an organization using intranets on organizational performance. They
observed that organizational members with higher communication satisfaction could

improve work performance and creativity.

Black (2013) stated that the organization should increase internal communication to

make decisions when obtaining relevant information.

Beghetto & Kaufman (2014) indicate that creativity must represent something new or
different. To be creative, there is an expectation of task appropriateness or usefulness.
Moreover, many discussions of creativity tend to focus on levels of creativity, which are

everyday creativity and genius-level creativity.

There is an internal drive for creativity used to explore creative people (Woodman,
2016), where intelligence and openness to experience were associated significantly and
positively with fluency, flexibility, and originality of creativity dimensions (Sadana, Gupta,

Jain, Kumaran, and Rajeswaran,2021).

Sozbilir (2018) showed that organizational creativity and organizational efficiency
are affected by capital, and the results of the study showed support for the effect of

organizational creativity on organizational efficiency.
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2.2.2 Creativity vs. Innovation

Creativity and innovation need constant change, each of them has a strong and
influential role in facilitating constructive conflict and as a catalyst to improve employees'
attitudes and well-being; moreover, there are destroying effects on pride, value systems,

and motivation. These aspects are rarely identified in researches, which reinforces bias.

The dialogue in management literature and psychology was in sharp contrast to the
definition of both terms, creativity and innovation, and to distinguish between them, was
without consensus. Definitions of creativity emphasized both individualities, as in isolated
mythological genius, as in the idea of the way of collapse or invention (MacKay &

McKiernan, 2010).

This combination of the individual and innovation reinforces the one-sided
stereotypical view of creativity and creators due to separating them from their ideas and

talents, giving them meaning and value.

Nabil, Abdul-Raouf, and Nadera (2017) noted that innovation management is the
generation and implementation of performance and new, modern technology to enhance
organizational goals. It is also considered new ideas that are communicated beneficially.
This occurs when individuals perceive a new pattern in their minds. The mind's ability to
recognize new patterns and generate new ideas creates the basis for a new product or

service.

They said: “To communicate with others. Creativity is also a complex idea that must
be touched and tested”. Thus, innovation is the stage in which the creative idea is
transformed into practice, where creativity and innovation play a great function in

generating the competitive advantages of the company and distinguishing it in the market,
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to maintain good management of its activities, it must possess the ability to enhance

creativity, and apply innovation effectively, to be a leader in its field.

MacKay & McKiernan (2010) pointed out that innovation should provide quantifiable
benefits to at least one of the organization's many internal and external stakeholder groups.
Hence, innovative ideas must be appropriate and beneficial because innovation focuses on
novelty in relation to existing practice and cognitive creativity, allowing the import and

export of innovation from another working group.

Karodia & Machera (2014) defines innovation as a complex, multi-dimensional
activity that cannot be measured, and the measurement method requires complex
foundations. While Karodia, Mtimkulu, and Naranjee (2014) indicate that innovation is
the introduction of a new product, service, or process through a specific business model.
Moreover, product, service, process, and business model innovation contribute to

enhancing the competitive advantage of a company.

Dul & Ceylan (2014) mentioned that management practice to build employee
creativity supports the innovation of distinctive new products. This is done by following a
flexible and broad methodology that affects the work environment's social, organizational,

and physical characteristics.

According to Wilf (2014), creativity is depicted as an individual, separate from the
universal products, valued by extremely exceptional individuals. Distinctions such as these
mask the social dimensions of creativity, and as a result, creativity produces very original

and unique entities of indisputable value.

Some studies showed that experience leads to faster implementation of creative

ideas and enhances team creativity (Taylor & Greve, 2006) and allows individuals to learn
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about creativity opportunities (Shane, 2000). As cited by (Gino, Argote, Spektor &

Todorova, 2010).
2.2.3 Individual Creativity in Health Care Sector

Healthcare institutions and services are complex and hierarchical institutions; the
differences are often within multidisciplinary healthcare teams. Therefore, health care
organizations address many challenges to reach successful development. These challenges

have important implications for service delivery.

The past showed an increase in the importance of collective participation (co-
creation, co-production, and co-design) from those who provide and receive any form of

public service in the growing healthcare sector (Murray & Crummett, 2010).

Snook (2015) clear that generating a deep and comprehensive understanding of the
expertise experience, creating the conditions, and increasing opportunities for individuals

to work with the public is an empowerment solution that improves creativity.

Woodman (2014) defines organizational creativity as creating new products,
services, and ideas of value or processes or procedures by individuals working together
within complex systems. It's concerned about the importance of building innovative
capacities, which relate to public and infrastructure issues that help provide a space

enabling the encouragement of organizational creativity and quality.

There is a difference between individuals feeling creative and being creative at the
workplace. It's valuable to engage in additional work that explores various sides and
explains the creative concept and the role of constraints for each conceptualization (Caniéls

& Rietzschel,2013).
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Creativity in health care and innovation to facing health challenges is an important
driver that improves the quality of the service provided and reduces harm and cost. It
supports the health workforce to take risks necessary to innovate, and leaders do not fully

understand the conditions required to fully support employees (Zuber & Moody, 2018).
2.2.4 The Importance of Creativity

Huang & Yao (2017) proved that a learning organization could enhance employee
collaboration and engagement and strengthen organizational ties for employees who desire
creativity. Moreover, the learned organization personalities can enhance the identity of the
internal members of the organization. It also proved that a learning organization could
bring valuable human resources, and employee empowerment is a high-performing factor,

which enhances employees' self-confidence and satisfaction when they can complete tasks.

Ke (2018) mentions that Creative job requirements are determinates to measure if
employees can effectively fulfill the prescribed tasks and objectives and meet the
established standards of the organization. Also, studies have shown that high working

requirements can stimulate the vitality of employees.

Most of the creative concepts were focused on improving skills that limit the view of
workplace learning. It does not consider the idea of learning, for example, gaining what is
called meta-competences. One of the reasons employees leave the organization is that the
person-environment fit is out of balance, which can result from an inability to change

along with the organization (Ropes, 2011).

Few studies address the lines between engaging in a creative process and job
performance (Zhang & Bartol, 2010). It’s an important factor leading to the successful

implementation of unique client solutions and enhancing firm performance. Coelho,
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Augusto, and Lages (2011) extend the theory of creativity in marketing by examining the

mediating effect of role stress and intrinsic motivation on employee creativity.

The definition of the problem is of paramount importance for the quality of new
products and creative work. Thus, individual cognitive patterns determine the extent to
which users can identify a problem. It also determines the extent to which they can
transcend known patterns of thinking and perception and think outside the box.
Perseverance, self-discipline, and the ability to let go of unproductive research strategies
also aid creative work. Creative individuals have a more unique perception of explaining
things, and they are more able to search for new solutions and try new solutions (Faullant,

Schwarz, Krajger & Breitenecker,2012).

2.2.5 The Dimension of the Individual Creativity

There are three dimensions of creativity

1. Domain-Relevant Skills,
2. Creativity-Relevant Skills,

3. Intrinsic Task Motivation.

2.2.5.1 Domain-Relevant Skills

Amabile (2011) defines domain-related skills as knowledge, experience, technical
skills, intelligence, and talent in a specific area as they solve multiple problems - such as
product design or engineering. These skills include the raw materials that an individual can

draw during the creative process.
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Creativity is a general area, and improving participants' skills in related creative
activities, will increase their creativity in everything they do. The effect of creative training
is huge. Therefore, training programs usually lead to creativity in performance. Because it
is a special field, and the appreciation of creativity is distinctive in the learning
organization (Baer, 2015). Industry-relevant skills include a method by which a new

solution can be created.

Knowledge of paradigms and performance scripts of the domain also includes
knowledge of the domain in principles and opinions (Amabile, 1983). To be creative in
your field, you should know a lot about your major. Expertise is also domain-specific, so

gaining experience takes a long time (Faullant, Schwarz, Krajger & Breitenecker, 2012).
2.2.5.2 Creativity-Relevant Skills

Amabile (2011) defines Creativity-related skills as a cognitive style and personality
characteristics that lead to independence, risk-taking, diverse perspectives on different
problems, and disciplined work style and skills in generating ideas. It also includes the
ability to use broad and flexible categories to aggregate information and exit perceptual
"scripts” and performance. Hence, character processes include self-discipline and tolerance

of ambiguity.

Thuan (2020) indicates that creativity-related skills did not affect creativity
management. Thuan points out clearly that organizations must enhance individuals with a
high level of creativity-related skills. Next, organizations should encourage supervisors to
participate in training programs to improve knowledge and skills. Furthermore,
organizations should design a work environment that gives employees special time to

interact with supervisors who have a high level of creativity-related skills. Organizations
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should also give employees opportunities to share their creativity-related skills with their

managers.

According to Ke (2018), Creativity-relevant skills, known as creativity-related
processes, include cognitive styles, divergent thinking, risk-taking and unique perspectives
of personality traits, also creative work styles and skills. Thus, creativity-relevant skills,
deeply rooted in individuals' constant personality features, can also be learned and acquired

through some creative activities.

Expertise is also domain-specific, so it takes long to adopt expertise, Faullant,
Schwarz, Krajger & Breitenecker (2012). Creativity-relevant skills include a special
cognitive style, which refers to a person’s consistent pattern of processing information and
organizing it into a system of thought which influences behavior. Moreover, researchers
broadly deal with some operations of the human cognitive system that are more led to
specific problem solving than others. Furthermore, an appropriate cognitive style for
creative problem solving is characterized by understanding complexity, breaking existing
patterns of thinking, and trying new problem-solving methods when old sets do not work

(Amabile, 1996). As cited by (Faullant, Schwarz, Krajger & Breitenecker,2012).

2.2.5.3 Intrinsic Task Motivation

Amabile (2011) defines intrinsic task motivation as passion, the motivation to
undertake a task or solve a problem because it is interesting, involving, personally
challenging, or satisfying — rather than undertaking it out of the extrinsic motivation arising
from contracted-for rewards, surveillance, competition, evaluation, or requirements to do

something in a certain way.

The study of intrinsic motivation appeared long ago (Skinner, 1950). In creativity

research, where task engagement has been critical to creativity. Thus, it was thought that
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the impulse arising from external stress or control was detrimental to creativity (Steele,

Mclintosh & Higgs,2017).

Tan, Lau, Kung & Kailsan (2019) indicate that creativity has a positive relationship
with experience and openness. This work plays to raise the spirit of participation among

individuals at a high rate, which could enhance and encourage creativity.

Motivation leads to a set of internal forces that underlie the direction of behavior or
thought (Pinder, 2008). There are two components to motivating the task: the basic
attitude toward the task and the perception of the reasons for undertaking the task.
Moreover, the motivation for the task varies according to the different reasons for
working. Internal motivation arises from a person's reactions to the task, while external

motivation results from sources outside the task.

2.3 Empirical Literature Review

1. Strategic Planning
2. Learning Organization

3. Individual Creativity
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Empirical Studies

2.3.1 Strategic Planning

The
Author

Title of Study

Aim of Study

Design of Study

Conclusion

Recommendation

Limitations

Further Research

Kools, M.,
& George,
B. (2020).

Debate: The learning
organization—a key
construct linking
strategic planning and
strategic management

This article presents the

example of the Welsh

school system, which moves

from a strategic
management approach
dominated by narrow

performance measurement

to one informed by

organizational learning.

*kkk

1-The integration of schools as
learning organizations model in
school evaluations helps
empower schools to change and
adapt to new environments.
2-Collective working, learning,
expanding the skills, teaching
support employee, school
leaders, and others involved are
essential for bringing Wales’s
new curriculum to life (OECD,
2018).

1-Demonstrates the danger of
narrowing strategic management to
performance measurement
implementation.

2-The schools adopting the learning
organization concept have a higher

responsiveness to their internal and

external environment.

3-Strategic

larger learning systems.

planning is a
particularly powerful approach to
realizing organizational and societal
change when it is executed within
learning public organizations and

*kkk

*kkKk

Maslova,
T. (2020).

Self-Efficacy-Based
Instructional Method
for Strategic Self-
Regulation of Russian
at the Novice Level.

To investigate students’

strategic self-regulated

learning of Russian, the role

of the proposed self-

efficacy-based instructional

method in fostering the
students’ strategic self-

regulated language learning.

A mixed-methods
design is used that
involves collecting
quantitative data
first and then
expanding the
quantitative results
with in-depth
qualitative data.

1-The higher SR students
self-reported a high level of
use of all types of self-
regulated strategies, most
frequently using the MC, C,
and SCI strategies

2-Both higher and lower SR
students found the self-
efficacy-based instructional
method very helpful in many
ways.

*kk*k

1-The study may not have enough
power, considering the small number
of participants and the use of the data
collection instrument that comes from
the research done in teaching English
as a foreign language.

2-the contents of the instrument for
measuring the levels of strategic self-
regulation of the students.

3-The unprecedented times of the
COVID-19 pandemic have
significantly affected the whole
system of education throughout the

world.

Need to develop an
instrument for
measuring strategic
self-regulation of
college-level L2
learners based on the
S2R Model by Oxford
(2011) should be
considered for further
research

Paquet,
M., &
Karsenti,
T. (2020).

Oral Production
Skills and Self-
Regulation Processes:
Exploring the
contribution of the e-
portfolio

Describe and analyze the
contribution of the digital
learning portfolio to the use
of self-regulatory strategies

of high school students

during speaking activities.

Mixed

methodology based
on quantitative and
qualitative analysis

1-The majority of students read the
educational documents they have
received and ask questions of the
teacher or classmates

2-1t allows students to draw on
various documents related to the
LES, record their successful or
unsuccessful educational
experiences, comment on them, and
identify the most effective
strategies and those that should be
modified to guide future learning
efforts.

3-The portfolio-related reflexive
approach finally provides a
downtime that also allows for a
self-assessment of performance

1-More advanced strategies like
paraphrasing instructions with his own
words or asking for a re-reading.

2-Improving the organizational aspect of
the portfolio as it does not contribute to
developing self-organizing strategies for
students in oral assignments.

3-1t is important to ensure close follow-up
with students and provide training to guide
them towards optimal use of the tool

4-In order to increase students' proficiency
in using portfolio and self-assessment

papers, modeling will have every feature

that needs to be implemented, whether that

is by explaining the thinking process to

students or by proposing a model file

already created to rely on.

1-The sample consists only of
girls attending a private institution

2-Sample does not consider
students who have a level of oral
skills below expectations for their
grade level.

So, the results they got with it
apply to a very specific context.

We need to move
forward for more
analysis of strategies to
understand precisely.

Research on how to
facilitate teacher
feedback in a context
where a stressful task is
perceived as a barrier to
adequate student
support
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1-A total of 51 of the 55 plans (93%) reviewed
had at least one of the four components of the
Aspen Institute’s student success framework.

1-A quantitative approach
could be used to observe how

Davis, ‘] S.y h . f1h . 2-167 goals referenced key factors of Aspen’s geovne]lrg 'tmee:: - tcrjovemenIaCUI?; colleges that listed key
DeSantis, A. How NC The review of the 55 strategic student success framework, with 25 of those goals pment, P . 1-Limitations existed in | Performance indicators asa
C ity Coll | id ] . g campus competencies, partnerships - measure of success fared over
L., Eddy, P., ommunity Lollege plans provides an overa Qualitative | referencing two or more components of student | it k12 schools, universities, and the data gathering due 0 | e with their strategic plans
& Haley, K. Strategic Plans description of the planning aooroach | SUCCess. community pariners fun'ding the reliance on materials N
3. (2020) Support Student | documents, process, and how the PP _ _ shaping a campus culture that will available on the 2-A qualitative approach can
' ' 3-The strategic plans collectively demonstrated a J a e e colleges’ websites. investigate the process by
Success. plans address student success. targeted f lab ket out 370/ collectively improve holistic student which an executive leader
argeted focus on labor market outcomes (37%) SUCCESS, quides the strategic planning
followed by attention to transfer, completion process effectively on their
(28%) and learning (26%)—a limited number of campus.
plans referenced equity-related goals (9%) for the
college.
Impact Of crisis ] ) Researchers recommend that
Awareness on 1-Organizations that are more aware are | I kth; ktiouflsm ISq\(jIL]JES:[ry] asb_m_ost tghg(r; gLecflfSLﬁt?\\é?::?elgrifz?
Muhammad, Organizational An attempt to examine the .o | in a better position to enhance their stakeholcers are §, comaining learning from failures as early
L Quantitative or bringing all resources to one rom faliires
S., & Naved Performance: A performance of the organization in ti iai : folakaal events in Pakistan like the
) ) . ) ! . o approach performance even in times of crisis. platform and planning for any attack on tourists in Fairy
S. (2020). Strategic Le.ade.rshlp during times of crisis. challenge can enable them to Meadows area and learning
Perspective in perform at an optimal level. how to a\éoid and minimize
SME’s amages.
Attention and focus on the lack
of justification for strategic
Managers at welfare organizations are facing | Planning, insufficient
_ o challenges in implementing the strategic commitment and support of
Mosadeghrad, Strategic plan Aimed to identify and to explore plan. Strong leadership and management, senior managers, high turnover of | o . budget
A. M., Fayaz- | implementation in the (I:hallenges regarding e sufficient education and training, a culture of n;ar;aggrs, Ilnﬂelel“It_yt_Of the and high inflation rate
Bakhsh, A.. the state welfare | IMmplementing strategic plansin | qygaljtative | teamwork, creativity, accountability, and strategic plan, unrealistic were among those N
.. oraanization: the state welfare aoproach effective management of employees, operational plans, insufficient imoortant strategic
& Amini, F. g : . D pp ° ducati d traini | P 9
(2020) challenges and (Behzisti)organization, Iran resources, and processes are required to education and training, employee | plan implementation
' solutions implement the strategic plan effectively shortages and heavy workloads, challenges
and high inflation are among
those challenges. The task is to
implement the strategic plan.
1-Strategic plans were limited
to Canadian/US pharmacy
approved programs
Dresser, J. D., o Analysm of strategic plans to _ Moving for\_/vard, strategic 2 Difficulty explaining the
Burmeister Prioritizing identify technology-related COVID-19 pandemic, pharmacy priorities with respect to formulation of some strategic
' i : H : : ¢ plans (e.g., improve vs.
P., Arya, V., Technology in strategies and where gaps in o programs wa be entering a “new technology should be innovate ve, introduce)
& Wilby, K. Pharmacy planning currently exist. Quantitative | normal,” which will consist of an refocused towards system N _
' Education: A Accredited pharmacy programs analysis | glevated baseline of technology use readiness and account for >Limited to educational
J. (2020). p Yy prog qy technology and technology

Document Analysis
of Strategic Plans

in Canada and the USA were
included for analysis.

within education systems

resources necessary for target
user upskilling and acceptance

was not captured for other
aspects (such as research)

4-The data was limited to the
current strategic priorities of
the programs.
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2.3.2 Learning Organization

. . . . . T Further
The Author Title of Study Aim of Study Design of Study Conclusion Recommendation Limitations Reusetar?:h
The first is that the
questionnaire
Descriptive statistics showed Design and maintenance of | responses .
that schools have high levels of | sustainable change conditions are | correspond to the ATi?]t:g; ?Stsj:gle
. | he f a learning culture, the needed. Educational | perception teachers h could
IS _tO a_na yzet € Tour Organizationa| structure organizations become committed | have concerning research cou .
Gil, A. J,, Assessing a learning organization | leamning organization to diagnose LO capabilities and | dimensions ofa | dimensions of LOs

Carrrillo, F. J., &
Fonseca-Pedrero,

model: A teacher’s
perspective. Management in

(LO) — leadership
towards learning,

Quantitative method.

analysis of information. It has
been shown to have a deficit of
learning opportunities.

propose
making

improvement  actions
learning a permanent
development  strategy.  Such

LO. An analysis
through teachers’

from the
perspective of the
multi-stakeholder,

E. (2019). Education learning structure, Pearson’s correlations between | odels and guidelines drive the in-depth which would allow
learning opportunities, measures have made important | development  of ~learning | ™™V for a broader view
and learning culture — relationships between the key | improvement cultures, leadership -

ed X . . The second of LOs (Mukherji
within the school dimensions of business letters | that empowers teachers, and | jimitationisthat | and Grewal 2016
organization context. that characterize this type of | encourages them to implement | e responses were Tuggle 2616) ’
organization (Opengart, 2015). their ideas without fear of failure. | ynstrained to the ' )
perspective of
teachers
The article has proposed a It is suggested
suggestion regarding the that a contextual
. . distinction of what is and what approach is
Provide an overview of is not a learning organization. suggested to
the definition of a There is reason to adapt the Some determine how a
learning organization demands that are put on . .
A contextual approach to P employees in | learning
concept to suggest how : : organizations to be able to call learni T
) the concept of a learning demarcating the learning ) earning organization is
Ortenblad, A. - o ot A contextual organization concept is themselves learning organizations | gefined to
Learnlng Organlzatlon Organlzatlon can be oraganizations so that a
(2018). ; ! approach suaaested g do not know the | joyel
delineated to define what g9 contingency model of . evelop a
. : . meaning of a .
is required of any given demands on organizations in learning contingency
organization to b_e various industries, sectors, organization. model to fill a
considered a learning national .need

organization

cultures, religions, etc., to be
qualified as learning
organizations is developed.

More studies are
needed on the
same topic
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This research

is needed to | Gaps remain that
communicate | call for additional
more closely | .research streams
with practice.
_ | How and why Future research
_ _ o a more precise analytic (cost and that takes a more
examine a learning organization approach is required. When benefit) and | experimental or
Current status and promising in human resource develqpment building arcthe_ctures that variations and errors - that what are action research
o and the trends that promise the encourage facilitate, and come  from individual . .
: directions for research on the o -HHIRALS, . learning approach is
Watkins, K. E., & . o development of organizational I support learning is an observations and nested . :
. learning organization. Human . . Quantitative method. pp g . . organizations. | needed to begin
Kim, K. (2018). learning, and the educational oraanizational imperative hierarchical structures are . o
Resource Development LD X g p ) These to link specific
Quarter] institution examines the appropriately analyzed, emeraing areas .
y distinction between research and studies would be able to of%‘ur%her learning -
exploration. answer how variables of research organization
interest at different levels q strategies to
uncerstanding | SEnCeS
of learning g organizational
dynamics at outcomes
the collective
level.
Learning organization rests on
many foundations that have
. . led to different viewpoints. i i i
provide a view of the P The . d|scu§5|on with The development
. : . Victoria Marcick and Karen
development of learning Through a which Dr. Marsick and Dr. : . . of research
. . . . . Watkins  reveals  their A learning :
organization from Dr. Victoria conversation with | Watkins advocate, they understanding of the | organization provides a context
S i i i ins' - i I hei f . .
Sidani. Y. & A journey of collaborative Marsick and Dr. Karen Watkins's thought-leading developed their concepts o evolution of the disputed needs to for researchers

Reese, S. (2018).

learning organization research

perspectives and present an
interesting evolution of their work
together spanning over three
decades.

scholars Dr. Victoria
Marsick and Dr.
Karen Watkins

organizing learning from their
background, which is different
from others, but for these
thought leaders, cultural
aspects are the primary focus
of a learning organization

discussion about the
definition of a learning
organization and its

implications.

develop more
than what it is.

and practitioners,

so they need other

studies to support
the results

Filstad, C., &
Gottschalk, P.
(2011)

Becoming a learning
organization. The learning
organization

Verify the extent of compatibility
between the values adopted by the
Norwegian Police Directors and that
pertain to the learning organization

Quantitative

Questionnaire

Police directors embraced the
values of informality and
empowerment rather than
.authority and hierarchy

Police directors embraced the
values of informal character
and empowerment rather than
authority and hierarchical
order

Generating insights about the
values espoused by the
Norwegian Police Force and
identifying those values that
are critical to its potential to
become a learning
organization

There is a need

for police
managers to
both  espouse

and enact values
in  accordance
with those of a
learning
organization,
but this study
only investigates
espoused values

Research is needed
to investigate the
possibilities for the
Norwegian police
force to become a
learning
organization
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2.3.3 Individual Creativity

The , . : : : Limitatio
Author Title of Study Aim of Study Design of Study Conclusion Recommendation ns Further Research
Total creativity demonstrated
positive and significant relations to
o The student
. e studen
Ej:‘:%a:\n/l Intelligence, general co:'[?if)ﬁ?irgrlmngftlr‘]liid Neither DT fluency nor Rated DT This_ suggests that _self-rated sample was A study should be made in
’ knowledge, and N o was found to possess significant creativity is perceived by | small, and . :
A & : intelligence, general Quantitative which the sample of students is
n e personality as L ) ) respondents to be related to non- | the measure
Safiullina, predictors of knowledge, and Big Five L relationships to any of the cognitive  traits  (Openness) of larger and more
X_ (2010 . : personality traits in Questionnaire ersonality variables : : . comprehensive to determine
X ) creativity. Learning and - - Y y rather than intellectual traits (gf | personality
individual differences predicting four indices of or GK) was ver the results of the study
creativity Self-rated creativity demonstrated brief y
positive and significant
relationships to Extraversion and
Openness and negative
relationships to Neuroticism.
exploration for effects in
a foresight process Conduct ] desiani ¢ there is 1o
: : _ ) ) onduct a major redesigning o -
renoyvned fqr its creative investigate the dysfunctional effects | (o spp. of strengthen the deep, Futurg studies are needed to
and innovative TR ot ek ) . .. | examine the stages of the
_ _ of creativity in a heuristic existing SPP with other investigativ . ) :
- ingredients and scenario process in detail and
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Summary of Previous Studies:

This section reviews the previous studies related to learning organization strategies
and their effect on enhancing individual creativity in many areas. The previous studies
clearly showed that learning organization strategy has a positive impact on individual
creativity, which is important for the organizations in general, and the ministry of health in
particular, due to its ability to maintain the continuity of these institutions as it also
showed, some systems, which is moving from a strategic management approach to one

informed by organizational learning.

The section reviews empirical studies of scholars with an experiment in learning
organization and its effectiveness in enhancing individual creativity. The findings revealed
that learning organizations have an important role in enhancing individual creativity in
institutions.

The previous studies were done in different countries in the world, such as United
States, Canada, Europe, and other countries. The studies are diversified between
descriptive-analytic approaches using questionnaires or survey methods to collect data

from the study sample. And a qualitative approach using a model.

They all mentioned the advantages of learning organization in the institutions. They
also supported the strong relationship between learning organization dimensions and
individual creativity.
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Relevance to The Current Research

The current research deals with this subject,” learning organization strategy in
enhancing individual creativity,” and the study is implemented on the Palestinian Health
Sector in the West bank.

The current study made benefit from the previous studies in designing the
questionnaire scales and in some fields of the theoretical frame as well as determining the

learning organization dimensions.

This study depends on a quantitative approach to determine what enhances individual
creativity. Dimensions were developed and selected after the agreed of many researchers

on them in several previous studies.
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CHAPTER THREE

METHODOLOGY

This chapter presents the procedures and the methodology used to conduct this
research. It also explains research design, population size and sample, validity and

reliability, data collection procedures, and statistical analysis.

3.1 Research Design

Research design in any study is conducted to guard against possible chances of
failure. This implies that the different components of the research are integrated coherently
and logically, thereby effectively addressing the research problem. In other words, a
research design is a self-regarding and correction tool made through the conduct of inquiry

which leads to improvement and perfection of an integral part of every research effort.

This quantitative research is designed to examine the impact of learning
organization strategy in enhancing individual creativity in PHS, using a questionnaire that
covered anon_ random sample from the PHS. A descriptive-analytical approach
representing the theoretical aspect of the study was adopted to study and understand
organizational learning and individual creativity closely. The descriptive approach also
limits the interventions of researchers, so the results appear objectively; Due to its precise

derivation.
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3.2 Data Collection

Primary data collected by using a structured questionnaire to identify the impact of a
learning organization in enhancing individual creativity in the PHS. The variables were
rated using a 5 Likert scale from (5= strongly agree, to 1= strongly disagree). These
questionnaires were in print and online form, and they were given to the medical and
administrative employees in PHS. The questionnaires were designed to achieve the study
objectives. The secondary data were collected through a review of published and

unpublished articles.

The study questionnaire was adopted from a based (DLOQ) Questionnaire
Developed by Marsick & Watkins (2003), which consists of seven dimensions representing
(Continuous Learning, Dialogue, and Inquiry, Team Learning and Collaboration,
Embedded Systems, Empowerment, Systems Connections, Strategic Leadership). And
individual creativity scale, which was developed by (Abu Zaid, 2018) Domain-relevant
skills. “I suggest new and practical ideas to improve performance” Creativity-relevant
skills. “I Suggest new ways to achieve goals.” Intrinsic Task Motivation. “I seek self-

realization at work.”

33. Measurement Scales

The research questionnaire was administered with a 5-Likert scale from (5=Strongly agree to
1=Strongly disagree). Based on previous studies’ scholar measures of the learning organization

strategy and individual creativity variables in conceptual model. The questionnaire is designed
in three sections; section one is related to general and demographic information about the
respondents with seven variables. Section two: Learning Organization (seven dimensions)
and section three: Individual Creativity (three dimensions). The final questionnaire

consists of three main parts:
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Part | aims to identify the personal information of the sample study, which includes:

gender, job, duration of work experience, scientific degree.

Part Il aims to evaluate the learning organization strategy in terms of the degree of
availability and importance. This study adopted 21 items (DLOQ) scale developed by
(Marsick & Watkins, 2003). Sample items are Continuous Learning, “There is an interest
in ideas from the institution”: Dialogue and Inquiry” In my organization, people give
open and honest feedback to each other.” Team Learning and Collaboration” In my
organization, teams/groups have the freedom to adapt their goals as needed.”
Embedded Systems” My organization creates systems to measure gaps between
current and expected performance.” Empowerment” My organization recognizes
people for taking initiatives.” Systems Connections” My organization encourages
people to think from a global perspective.” Strategic Leadership” In my organization,

leaders mentor and coach those they lead.”

Part 11l aims to identify the dimension of individuals' creativity. This study adopted
items (developed by (Abu Zaid, 2018). Sample items are Domain-relevant skills.“I suggest
new and practical ideas to improve performance” Creativity-relevant skills. “I Suggest new

ways to achieve goals.” Intrinsic Task Motivation. “I seek self-realization at work.”

Validity and Reliability of The Questionnaire

3.3.1 Validity of The Questionnaire

The questionnaire moved through many stages before issuing the final version, which
was distributed to the respondents. When the first draft of the questionnaire had been done,
the questionnaire was reviewed and edited by the supervisor; then it was sent to four

evaluators (see Appendix No.1) for the evaluation of each variable and its dimensions
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and consistency with the main study objectives.

The questionnaire passed through many steps before issuing the last version to be
suitable and relevant to variables. As shown in table (1), the study used many scales to
build a structured questionnaire. Each scale in the table consists of the main items used in
this. The researcher received feedback from four evaluators, and the questionnaire was
modified based on some of their recommendations.

As shown in table (1), the questionnaire modification process shows the dimensions

of section one and section two with a total of (72, 90, 57), respectively.

Table (1) The Questionnaire Modification Process

Dimensions First Draft First Final

Modification | Modification

(No. of Items)

(No. of Items) | (No. of Items)
Domain-Relevant Skills 10 12 13
Creativity-Relevant Skills 11 11 14
Intrinsic Task Motivation 10 8 9
Individual Creativity 36 36 36
Continuous learning 3 3 3
Dialogue and Inquiry 3 3 3
Team learning and collaboration 3 3 3
Embedded Systems 3 3 3
Empowerment 3 3 3
System connections 3 3 3
Strategic Leadership 3 3 3
Learning Organization 21 21 21
Total of Items 72 90 57
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3.3.2 Reliability of the Questionnaire

This research used the Cronbach Alpha test to examine the questionnaire and to
ensure its reliability. The questionnaire was pretested using a sample of 15 employees from
UNRWA (Health Care) as a pilot study. According to Fink (2013), the smaller number of
questionnaires in a pilot study should be more than (10). The acceptable Alpha value that
meets the statistical requirement for the questionnaire to be characterized as reliable should
be equal to or above 0.60 according to (H&nz,2015). The results show that the alpha
coefficients of both learning organization strategy and individual creativity and their
dimensions exceed (0.60), which means that the dimensions are acceptable from high

internal consistency. As shown in table (2), the questionnaire has proven to be suitable.

Table (2): Reliability Tests

Dimensions No. of Items Reliability Result
Domain-Relevant Skills 14 0.857 Pass
Creativity-Relevant Skills 9 0.877 Pass
Intrinsic Task Motivation 13 0.875 Pass
Individual Creativity 36 0.937 Pass
Continuous learning 3 0.891 Pass
Dialogue and Inquiry 3 0.924 Pass
Team learning and collaboration 3 0.888 Pass
Embedded Systems 3 0.934 Pass
Empowerment 3 0.647 Pass
System connections 3 0.906 Pass
Strategic Leadership 3 0.922 Pass
Learning Organization 21 0.963 Pass
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3.4 Population of the Study

The PHS consists of four main sectors: the public health sector (The Palestinian
Ministry of Health and Military Medical Services), the United Nations Relief and Works
Agency for Refugees, NGOs, and the private sector. These different sectors provide health
care services to citizens at different levels: primary health care, secondary and tertiary
health care. The targeted population of the study is limited to the public and private health
sectors in Palestine. As shown in table (3.4.1) the number of human employees in the
ministry of health by specialty and region, according to PHIC (2019), reached in the west

bank (8049), in Gaza strip (5920) total of employee reached (13969) employee.

In the year 2019, the number of operating hospitals in Palestine reached (84, 52) of
them operating in the West Bank, including East Jerusalem, and constituting (61.9%) of all
operating hospitals in Palestine (PHIC,2019). According to PHIC (2019). The total number

of hospital beds is 6435 beds, at a rate of 12.9 beds per 100,000 people.

The following table shows the study population

Table (3.4.1): The Study of Population Distribution of the number of human
employees in the Ministry of Health by specialty and region, Palestine, 2019.
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Source: Ministry of Health, Palestinian Health Information Center, Palestine,
www.moh.ps. 2020.
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3.5 Sample of The Study

This study is based on non -random sampling method to achieve study objectives.
The questionnaire was distributed to 200 employees of governmental and private hospitals.
The number of respondents was (178) employees of government and private hospitals,

with a percentage of participants reaching (89%) responses.

Figure (3.5.1) Conceptual Model

Figure (3.5.1) explains the impact of learning organization strategy in enhancing

individual creativity in PHS. Learning organization and their dimensions which

were used in this study are independent variables (Continuous Learning, Dialogue and
Inquiry, Team Learning and Collaboration, Embedded Systems, Empowerment, Systems
Connections, Strategic Leadership), that affect individual creativity.

Individual Creativity is the dependent variable with its dimensions (Domain-relevant skills,

Creativity-relevant skills, Intrinsic Task Motivation.

Individual Creativity

-Domain-Relevant Skills
-Creativity-Relevant Skills
-Intrinsic Task Motivation

NIV

Independent Variables Dependent Variables
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3.6 Statistical Approach

The collected data analyzed by using SPSS version 25 (Statistical Packages of Social
Sciences) data coded for analysis. To analyze the data, this study used frequency to analyze
and describe the demographic variables. Also, used the mean and standard deviation in
descriptive statistics to measure the degree of selected factors, LO, and IC in PHS. Also,
the study used one sample T-test to test the significant role of study variables in the
Palestinian health sector, and one way ANOVA to test the impact of demographic
variables (gender, age, educational level, years of experience, job title, and job description)
on understanding learning organization strategy and individual creativity, Correlation
matrix to examine the relationships among study variables, whereas, multilinear
regression to test the significant impact of learning organization strategy on enhancing

individual creativity in the Palestinian health sector.



44

CHAPTER FOUR

4. DATA ANALYSIS AND DISCUSSIONS

This chapter analyses the data collected to achieve the main study objective.
Additionally, it discusses the results and compares them to similar previous studies. The
chapter begins by analyzing the characteristics of the respondents, then answers the study
questions, and ends with testing the hypotheses of the study. The sample size was (178)
participants, and data was collected using the fifth Likert scale. Data was analyzed using

SPSS software.

4.1 Respondents Profile

Table (4.1) includes the data of the respondent in terms of gender, age, qualifications,

years of experience, job titles, and employers.

Table (4.1.1) Demographic Variables of Study

Demographic Variables Sample size (n=178)

Frequency Percentage
Gender
Male 126 70.8%
Female 52 29.2%
Age
22 or less 6 3.4%
23-32 116 65.2%
33-43 36 20.2%
44-52 12 6.7%
53 or more 8 4.5%

Qualifications
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Diploma or less 20 11.2%
Bachelor 130 73.0%
Higher Studies 20 11.2%
Doctor 8 4.5%

Years of experience

Less than 3 44 24.7%
3-6 62 34.8%
7-9 36 20.2%
10 and more 36 20.2%
Job title

Administrator 20 11.2%
Accountant 7 3.9%
Manager 5 2.8%
Nurse 106 59.6%
Allied medical 12 6.7%
Doctor 28 15.7%
Do you work in a career description

Yes 91%

No 9%

Table (4.1.1) includes the respondent's data in terms of gender, age, education, years

of experience, job titles, and career description. The table shows that the ratio between

(178) male and female respondents is (males: 70.8%, females: 29.2%), and it seems

unreasonable, as there is a big difference between the percentage of female workers

compared to males. However, the percentage of women working in the Palestinian health

sector is 48% (PCBS, 2018).
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Despite the increment of women participation ratio in the labor force compared to
previous years the gap remains large since men's participation was four times more than

women's participation ratio in 2017 (PCBS, 2018).

Moreover, the most category of respondents ages was (23-32) age group with 65.2%
of participants; while the second largest group is the respondents whose ages are (33-43),
which represents 20.2% of participants, and the lowest category was 20 or less with 3.4 %,

while the remaining 4.5 % represents the category of 53 years or more.

These different percentages indicate that the sample of respondents comprises health
sector employees, which are mainly composed of young and middle-aged people between
the ages of (23) and (32) years, and together they constitute 2.65% of the participants. In
my opinion, this may confirm that the Palestinian state is young, as the majority of workers
in the health sector are youth groups. Compared to the annual report of the General
Personnel Council 2016-2017, it indicates that most civil servants are young, with 67% of

the employees and 7% of employees under the age of 30 years.

The results also showed the educational level of the participants. Most of the
participants were holders of a bachelor’s degree, with 73.0% of the participants, and those
with diplomas and postgraduate degrees (those with a master’s degree) were equal to

11.2% of the participants.

While the remaining 4.5% of the participants had a doctorate. In my view, these
percentages are reasonable, as compared to the 2016-2017 Personnel Bureau annual report,
which indicates that the percentage of employees with postgraduate studies is 11% of the
total civil servants. The percentage of employees with a Bachelor’s degree is 70% of all

civil servants.
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Regarding the subscribers' years of experience, most of the participants were in the
categories (from 3 to 6 years) by 34.8%, while the second category was less than three

years by 24.7%, and the category between (7-9) years and (10 and more) was by 20.2%.

This means that 34.8% of the participants have a denial of 3 to 6 years of work
experience in institutions affiliated with the Palestinian Ministry of Health. From my
perspective, it seems reasonable that most participants have a medium to a high level of
experience, which is consistent with the ages of the participants, as most of them are young

and the average age is between 23 and 32 years.

The results also showed the job title of the participants, where the percentage of
participating employees from nursing 59.6% with the highest participation rate, a doctor
with a participation rate of 15.7 %, administrative by 11.2 %, and supportive medical
professions reached 6.7 %, the participants which were accountants totalled 3.9%, and the

percentage of responding managers was 2.8%.

Finally, The Ministry of Health is the largest employer of human cadres working in
the health sector in Palestine, and in 2019 the number of workers in the Palestinian

Ministry of Health reached 13,969 employees (PHIC,2019).

4.2 Research Questions

This section aims to answer the study questions based on the mean and the standard
deviation, which shows the degree of the learning organization strategy dimensions
(Continuous Learning, Dialogue, and Inquiry, Team Learning and Collaboration,
Embedded Systems, Empowerment, Systems Connections, Strategic Leadership), and
individual creativity dimensions (Domain-Relevant Skills, Creativity relevant skills,
Intrinsic Task Motivation) in the PHS. To answer the study questions, the Likert scale

considers the following judgment of the mean:
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Table (4.2) Submitted Data Analysis Procedures for Likert Scale Data

Degree Range
High 5-3.67
Moderate 3.66-2.34
Low 2.33-1

Source: (Irigat, 2019)

v To answer the study question: " What is the degree of individual creativity in the
PHS?

Table (4.2.1) Descriptive Statistics of Individual Creativity

Items Mean  Standard  Degree Rank
Deviation
1 Domain-Relevant Skills 3.2781 .60782 Moderate 4
2 Creativity -Relevant Skills 3.8009 .65491 High 3
3 Intrinsic Task Motivation 3.3587 .69155 Moderate 2
4 Individual Creativity 3.4371 .58167 Moderate 1

Table (4.2.1) shows that there is a moderate degree of individual creativity in PHS
(M=3.4371, SD=.58167); the SD value indicates a match in the answers of the study
sample individuals. As for the fields of individual creativity, the results indicate that there
is a high degree in (Creativity-Relevant Skills) with (M=3,8009, SD=.65491), While there
is a moderate degree in (Domain-Relevant Skills and Intrinsic Task Motivation)
respectively. Moreover, the respondents believe that the highest degree of individual
creativity in the PHS is (creativity - related skills) with (M = 3.8009, SD = .65491), which
represents (76%) of Creativity -Relevant Skills. Thich means that employees who have
experience and skills in their jobs qualifies them for creativity. The lowest item is
(Domain-Relevant Skills) for individual creativity in the PHS with (M = 3.2781, SD =

.60782), which means that the responses of the study sample tend to be close to average.
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While (SD) means that the responses are distributed among a group that is united in

anSwer.

This result is supported by the study Abu Zaid (2018), where the results indicated that

individual creativity is important in enhancing the Palestinian non-governmental sector.

Also, it is similar to what has been reported by studies conducted in industry settings
(Song, 2008; Song & Kolb, 2009; Yoon, 2010). It was shown that a positive association

exists between learning organization culture and the level of teachers’ creativity.

v' To answer the study’s sub-question: " What is the degree of domain-

relevant skills in the PHS?

Table (4.2.2) Descriptive Statistics of Domain-Relevant Skills
Std.

Items Mean  Deviation Degree Rank
1. Isuggest new and practical ideas to High 9
3.69 1.031
improve performance
2. Look for new technology to use at High 8
3.74 .999
work
3. Ready to take the risk boldly 3.89 1129 High 5
4. | have previous experience that High 2
4.05 928
makes me more accurate in my work
5. 1 suggest new ways and methods to High 6
3.81 1.049
improve the work
6. Employees relationships at work hel High 1
POy P P 4.10 1.001 g
get the job done
7. The problems at work do not distract Moderate 10
3.53 .969
me
8. Able to deal quickly and aggressively High 3
with problems that suddenly occurat ~ 4.00 .736

work



50

9. There is competition to bring creative
ideas to work

10. Enjoy the competition in the field of
work

11. | have an impact on getting work
done

12. The manager encourages us to think
creatively

13. There is a committee that oversees
the creation and promotion of the
creative at work

14. There is respect for any creative idea
that was suggested and adopted

Domain-Relevant Skills

3.13

3.76

3.90

2.84

2.47

2.75

3.2781

1.280

1.125

951

1.370

1.462

1.270

.60782

Moderate

High

High

Moderate

Moderate

Moderate

Moderate

11

12

14

13

Table (4.2.2) shows that there is a moderate degree of (domain-relevant skills) with
(M=3.2781, SD=.60782). The items (1,2,3,4,5,6,8,10,11) indicate that there is a high
degree where the values of the (M) ranged between (M=3.69, M=4.10) and (SD=.736,

1.129) While the items (7.9.12.13.14) achieved a moderate degree with (means) between

(Mm=2.47, 4.00) and (SD=.969,1.462).

Item (6) "Employee’s relationships at work help to get the job done" achieved a high
average (Mean=4.10, SD=1.001). That means there are strong relationships between

employees at the workplace, the way and technique dealing with problems in the

workplace is effective for them.

Item (8) "Able to deal quickly and aggressively with problems that suddenly occur at

work" achieved the lowest (SD=.736) and high (M=4.00), which means the respondents

are close to each other in answers about dealing with problems.



51

This is similar to (Abu Zaid, 2018), in which Domain-relevant skills indicate a lack of

innovation among female employees and following the procedures strictly by the rules.

This result is similar to another one (Ersoy 2013) that discovers the effectiveness of the

teaching method applied domain-relevant skills.

There is conviction and confidence among the employees in the PHS that they can
solve problems and deal with difficult situations, but there is no support or materials

available to help them.

v" To answer the study’s sub-question: " What is the degree of creativity -relevant
skills in the PHS?”

Table (4.2.3) Descriptive Statistics of Creativity -Relevant Skills

Std.

Items Mean  Deviation  Degree Rank
1. 1 Suggest new ways to achieve goals 3.44 968 Moderate 9
2. | can relate problems to one another 3.79 841 High 4
3. I can solve a problem from its roots in High 8
3.70 .888
a specified time
4. | have a lot of new ideas 375 882 High 5
5. I 'work within the laws; | hate strict High 2
3.96 979
laws
6. Notice things that others do not notice 374 870 High 7
7. 1suggest new ways to solve problems 3.75 869 High 6
8. | strive to improve my performance at High 1
4.18 921
work
9. 1 seek competition and work for it 3901 1.064 High 3

Creativity -Relevant Skills 3.8009  .65491 High
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Table (4.2.3) shows the creativity- relevant skills achieve a high degree (M=3.80009,
SD=.65491). All of the items achieved a high degree with (mean) between (M=4.18, 3.70)
except item (1) ©* | suggest new ways to achieve goals’” with (M=3.44, SD=.968), which is
a moderate degree, and related to the differences between respondent’s and their

personality traits.

Items with high (Mean) means creativity- relevant skills are high from respondent’s
view, the SD for item (9) "9. | seek competition and work for it" is high, which means
there is a difference between employees’ motivation, seeking competition that refers to the

environment of the employee's workplace, and their personality.

It is evident from the results that creativity-related skills are higher than domain-

related skills with (M= 3.8009, SD=. 65491) with its importance (76%).

It is observed from the analysis that there is a tendency for the employees to compete.
They seek for it but do not find the competitive environment, the majority of employees
are looking for the missing element; the result is that it is not available or rare because of

the lack of attention to the given employee to be creative.

PHS needs to improve its strategies about creativity, to indicate training and courses

to qualifying employees.

Dissimilar to (Ritter & Mostert, 2017). Enhancement of creative thinking skills using

cognitive-based creativity training.

Also, dissimilar with (Abu Zaid,2018), the table for creativity-relevant skills scored

high means and low standard deviation.
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v' To answer the study’s sub-question: ""What is the degree of intrinsic task

motivation in the PHS?

Table (4.2.4) Descriptive Statistics of Intrinsic Task Motivation
Std.

Items Mean  Deviation Degree Rank
1. | seek self-realization at work 4.06 1.053 High 1
2. |love my job, so I make an effort to High 2
3.96 1.083
keep it
3. | feel loyal to my foundation 373 1107 High 3
4. | can solve complex problems 3.69 884 High 4
5. | have access to all the resources Moderate 8
3.40 947
needed to do my job
6. | have personal satisfaction with my Moderate 5
3.58 1.082
job
7. My new ideas are welcome in my Moderate 10
3.12 1.111
work
8. I have confidence in accepting and Moderate 7
3.43 1.041
respecting my ideas at work
9. | participate in goal setting in my work 347 1.064 Moderate 6
10. My opinion is taken as an effective 3.05 1175 Moderate 11
individual in the institution ' '
11. Everyone is consulted when enacting a 247 1350 Moderate 13
serious labor law . .
12. Every employee is free to do his job as 5 55 1169 Moderate 12
he wants . .
13. I don't ask many officials at work 3.16 1.083 Moderate 9

Intrinsic Task Motivation 33587 69155 Moderate
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Table (4.2.4) shows the Intrinsic Task Motivation in the PHS with two degrees, four
items with a high mean between (M=4.06, 3.69) and nine items with a moderate degree

with (M= 3.58, 2.47). Intrinsic Task Motivation in the PHS represents (67%).

Item (1)’ | seek self-realization at work’’ has the highest mean with (m=4.06, SD=1.053).

That means the employees have and seek perception and knowledge; SD is high and
that indicates the differences between employees, different experiences and their

personality,

different ways to seek learning.

There is a problem with employees. They cannot access all the resources they needed
to do their job. Also, item (11) ’Everyone is consulted when enacting a serious labor law”’

with (m= 2.47, SD= 1.350), which means the PHS neglect employees’ acts and their

opinions to set laws and take decisions, the SD shows the big differences between

respondent’s features, their acts, experiences, considerations of their opinions, and their

self-confidence. The level of a new service complexity may affect relationships between

different types of extrinsic reward and intrinsic task motivation.

Similar to Awasthy & Gupta (2012) indicated that social culture creates the challenge
of socialization. It also emphasizes the existence of a link between social culture and its
preservation. The research suggests that culture is a strong indicator of intent to turnover. It
is not wise to exclude the possibility that societal culture is a vital factor influencing

intentions of arrivals in a multicultural work context.
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v To answer the study question: “What is the degree of learning

organization in the PHS?”

Table (4.2.5) Descriptive Statistics of Learning Organization

Items Mean  Standard Degree Rank
Deviation
o Continuous Learning 25094 1.07659 Moderate 4
o Dialogue and Inquiry 2.4139 1.08595 Moderate 7
o Team Learning and Collaboration 25506 1.04824 Moderate 2
o Embedded System 2.5169 1.10015 Moderate 3
o Empowerment 24719 155203 Moderate 6
o System Connections 2.4888 1.06661 Moderate 5
o Strategic Leadership 25768 1.07095 Moderate 1
Learning Organization 2.5040 1.02169 Moderate

Table (4.2.5) shows the LO has a moderate degree in the PHS with (M= 2.5040, SD
1.02169) which means most of the observations range between (M=2.576) and (M=2.413).

Moreover, all LO items have a moderate degree in PHS.

All of the SD results are very high, referring to the differences between respondents’

point of view, knowledge, learning, and perception.

The degree of Learning organization confirms that learning organization strategies

enhance individual creativity in the PHS in the West Bank.

This study is dissimilar to the study of Gil, Carrillo & Fonseca-Pedrero (2019). The
result was that the educational centers have a strong learning culture, with a score of 5.65
on a Likert scale of 1 to 7. LO model has been identified as appropriate for school

organizations.
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Also, dissimilar with the study of (O" rtenblad & Koris, 2014), conducted an analysis
of the literature on LOs in educational institutions, observing that the LO model is

appropriate for schools and should be adapted to the organizational characteristics.

According to a study of (Et.al., 2011), findings show that 4.4%-dimensional altruism
contributes to the learning organization, the percentage increase rises to 6.2% when
contributions take into account the dimension of courtesy and increase to 8.7 % if the

dimensions of civic virtue are taking into account the change in a learning organization.

According to a study by Houhou (2016), there is a positive relationship between human
capital and educated organizations. In addition, the intellectual capital with its three
components (human, structure, and rational) contributes positively and effectively in
building learning organizations though it does not contribute to the development of its four
dimensions (Organizational learning, participatory culture, organizational structures,
knowledge management). This is reflected positively on the organizational performance

and HR management practice elements.

v' To answer the study’s sub-question: ""What is the degree of continuous
learning in the PHS?

Table (4.2.6) Descriptive statistics of Continuous Learning

Items Mean  Standard Degree Rank
Deviation

In my organization, people help each 5 75 1995 Moderate 1
other learn.

I_n my organlzatlon: people are given 5 48 1146 Moderate 2
time to support learning

In my or_ganlzatlon, people are rewarded 5 30 1191 Low 3
for learning.

Continuous Learning 2.5094 1.07659 Moderate
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Table (4.2.6) shows the degree of continuous learning in the PHS from the
respondents’ point of view is a moderate degree with (m= 2.5094, SD= 1.07659). That
means (50%) of items are not applied in the work environment. All of the items are close
to each other in results, in mean, and SD is very high, referring to respondents’ different

personalities, training, and learning.

There are two items with a moderate degree with (M=2.75, M= 2.48) and with high

SD=1.225, SD=1.146) It is evident from the results that the organization does not care to
give enough time to employees to learn.

The lowest component is (in my organization, people are rewarded for learning) with
(M=2.30, SD=1.191) which indicates that any employee with interest and eagerness to
work, accomplish or learn is not being honored or rewarded. The organization does not
give any opportunity even to reward the ideal, creative employee.

The highest percentage was observed in the item (In my organization, people help each
other learn.), which indicates the spirit of participation of the employees between them
and the strength of their professional relationship. It may also be social within the
organization in general, which constituted (55%) a low percentage, but according to the
analysis, it is the highest percentage among the elements. The results dedicate a lack of
interest in learning, one that can move the organization from failure to success, greatly
and for a long time. Nor is there yet the first pillars of learning organization in the PHS.

Learning and continuous learning are vital in today’s complex and constantly
changing world. Individuals, groups, and organizations need to be more in control of their
learning. They need to acquire the knowledge and skills to do their work better and

prepare for future challenges.
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The study is dissimilar with Sessa & London (2015). According to the American
Society for training and development, 79% of employees in the US received some
training in 2002. Organizations spent an average of 2.2% of payroll on training in 2002.
(American Society for Training and Development {ASTD}.2003) but this percentage
underestimate learning expenses. They don't consider adults returning to college, taking
classes, reading books, or researching online, because adults learn in organizations by
joining interest groups and professional societies. Also, they don't consider the resources

spent on consultants who help the organization bring about change.

v' To answer the study sub-question: ""What is the degree of Dialogue and
Inquiry in the PHS?

Table (4.2.7) Descriptive statistics of Dialogue and Inquiry

Items Mean  Standard Degree
Deviation Rank

In my organization, people give open 244 1174 Moderate 1
and honest feedback to each other.
In my organization, whenever people Moderate 3
state their view, they also ask what 2.37 1.163
others think.
In my organization, people spend time Moderate 1
building trust with each other. 244 1.159
Dialogue and Inquiry 24139  1.08595 Moderate

As shown in the above table, the degree of Dialogue and Inquiry in the PHS is a
moderate degree with (M= 2.4139, SD=1.08595), representing an average (48%)

percentage.

All of the results are close to each other in numbers, and the lowest item is “’In my

organization, whenever people state their view, they also ask what others think’” have

(m=2.37, SD=1.163) with (47%) percentage. The items “giving feedback and building
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trust’” are equal in M=2.44, which represent (49%) and different high SD (SD=1.174),

(SD= 1.159).

However, each of the items has a result that confirms how the work and learning at
PHS happens. There is a big crack in PHS; the average Dialogue and Inquiry needs to be
improved and implemented among employees. Dialogue is “at the heart of the e-learning
experience” (Littleton & Whitelock 2004, p.173; Garrison & Anderson, 2003). It is the
means of building mutual understanding, encouraging the construction of personal
meaning and ensuring engagement. Dialogue, meaning a process of inquiry, investigation,
and questioning, is crucial for the online development of new concepts, knowledge

construction, and internalization of learning (Bird, 2007).

Inquiry requires dialogue. If we value inquiry processes, then it is at our peril that we
ignore the complex issues and aspects of designing and facilitating in online environments

for inquiry processes.

This study is similar to the study of Bound (2010) about (Developing quality online
dialogue). Which result shows most students (61.1%) are comfortable giving their opinion
and asking questions; the lesser percentage of those not comfortable doing this is large
(38.9%). A significant minority indicated they were uncomfortable (41.6%), with 33.3%

indicating they were comfortable and 24% indicating they were not sure.

This suggests that many of these learners feel uncomfortable when their peers appear to
know more than them. It is likely, therefore, that these learners are less likely to challenge

or manage differences.
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v' To answer the study sub-question: ""What is the degree of Team learning and
collaboration in the PHS?

Table (4.2.8) Descriptive statistics of Team Learning and Collaboration

Items Mean  Standard Degree Rank
Deviation
In my organization, teams/groups have Moderate 3
the freedom to adapt their goals as  2.48 1.136
needed.
In my organization, teams/groups revise Moderate 2

their thinking due to group discussions  2.49 1.131
or information collected.

In my organization, teams/groups are Moderate 1
confident that the organization will act 2.68 1.209
as their recommendations.

Team Learning and Collaboration 2.5506  1.04824  Moderate

The above table shows that a degree of Team learning and collaboration is a moderate
degree in PHS with (M=2.5506, SD=1.04824). The SD is very high, which means

differences between respondents in qualification, training and education.

All of the items are in the same range. With a moderate degree, the item “’In my
organization, teams/groups are confident that the organization will act as their
recommendations’’ is the high moderate degree with (M=2.68, SD =1.209), which
represents (53.6%). The first two items are almost very close to each other with (M=2.49,

M= 2.48).

It was found that the degree of team learning and collaboration among the teams is a
moderate degree from the respondents' point of view, but it is actually a low result. It
achieved a low percentage of approximately (51%). This confirms that the PHS has

overlooked another element that the learning organization's dimensions consist of.
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The study by Johnson and Hollenbeck (2007) differs from the findings of this study
and argues that individual-level models for understanding information processing and

learning fail in team-level learning challenges.

v' To answer the study sub-question: "What is the degree of Embedded

Systems

in the PHS?”

Table (4.2.9) Descriptive statistics of Embedded Systems

Items Mean  Standard Degree
Deviation Rank

My organization creates systems to Moderate 3
measure gaps between current and  2.49 1.180
expected performance.
My organl_zatlon makes its lessons 554 1179 Moderate 1
learned available to all employees.
My organization measures the results Moderate 2
of the time and resources spent on  2.52 1.151
training
Embedded Systems 25169  1.10015 Moderate

The above table shows the degree of Embedded Systems is a moderate degree with
(M= 2.5169, SD = 1.10015) that represent 50% percentage. All of the items are close to
each other in result between (mean= 2.49), to (M= 2.54), the lowest mean is for the item
(My organization creates systems to measure gaps between current and expected

performance) with (M=2.49).

This explains that if the organization has developed an operational plan and
contingency plans for its work system, and if the organization is interested in developing
training plans for its employees, the result shows the gap in the performance of the

organization. It shows that the PHS has not set a plan that takes into consideration the
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dimensions of the LO. The results clearly show that the PHS is not a learning organization

strictly concerned with learning to enhance creativity among its employees.

Some of the presented methods, such as technology and the use of the presented
methodologies, emphasize fruitfully to guide the collaborative design stage of the

programs to define the parts of the application so that it is more conveniently implemented.

A dissimilar study by Lee & Seshia (2016) explain that their job is not to get students
to repeat them. It's getting students to replace them, and if they succeed, the students will
make them obsolete. If they fail, their students will render them neglected. Explain the
interplay of practical design with formal models of systems, including both software
components and physical dynamics. Focus on building high confidence systems with real-

time and concurrent behaviors.

v To answer the study sub-question: ""What is the degree of Empowerment in
the PHS?

Table (4.2.10) Descriptive Statistics of Empowerment

Items Mean  Standard Degree  Rank
Deviation

My_ orga_nl_za_tlon recognizes people for 263 1123 Moderate 1
taking initiatives.
My organization gives people control Moderate 2
over the resources they need to  2.46 1.145
accomplish their work.
My organization supports employees 233 1177 Moderate 3
who take calculated risks.
Empowerment 24719 155203 Moderate

The above table shows the degree of empowerment in the PHS is a moderate degree

from the respondents' point of view, with (M = 2.4719, SD = 1.55203) represents (49.4%).
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The item (My organization recognizes people for taking initiatives) mean (M = 2.63) it
represents (52.6%) percentage that means, concern in this item is somewhat higher than
other items of implementing learning organization dimensions from respondent’s view.

However, still low in percentage, each element has a low percentage.

Every dimension of LO is not complete in performance or realization in the work
process to reach LO fundamentals, and there are huge differences in the organization's
performance and implementation of the rules and plans there. It even excludes

empowerments largely from all of its plans.

Differential access to resources depends more on structural inequalities than

differences in sociability at the individual or community level (DeFilippis, 2001).

Dissimilar to Christens (2012), relationships play critical empowerment roles. Define
collaboration as part of the developmental processes of empowerment, with an emphasis
on the roles that affect empowerment. Relationships in the Keffer study not only provide
social and emotional support because participants "struggle through their enabling growth"
but also help facilitate the development of critical awareness and research skills as

participants become more active agents of civic action.

Dissimilarly to Pigg (2002), it was found that emphasizing the interpersonal capacities
that community leaders must possess, including the ability to motivate and guide others in

collaborative or shared leadership processes, was necessary.

Dissimilar to Christens (2012), the capital function is related to empowerment. The
conceptual connection of capital between relationships and power may also help explain
why the study of social capital dominates the study of empowerment in most applied social

sciences.
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Differential access to resources depends more on structural inequalities than on

differences in social contact at the individual or community level (DeFilippis, 2001).

v' To answer the study sub-question: "What is the degree of System
connections

in the PHS?

Table (4.2.11) Descriptive Statistics of System Connections

Items Mean  Standard Degree Rank
Deviation

My organization encourages people to Moderate 3

: . 2.37 1.197
think from a global perspective
My organization works together with Moderate 1
the outside community to meet mutual  2.61 1.131
needs.
My organization encourages people to Moderate 2
get answers from across the 2.48 1.161

organization when solving problems.

System Connections 24888  1.06661 Moderate

The above table shows the degree of System connections in the PHS is of a moderate

degree with (mean = 2.4888, SD = 1.6661), and it represents (49.6%) percentage.

The component with the lowest value is (My organization encourages people to think
from a global perspective) (m= 2.37), it represents (47.4%) which is a bit careless about
“encourages people to think to be creative.” There is a huge gap in results that confirms

that PHS is not a learning organization.

There is some of the attention about an item (My organization works together with the
outside community to meet mutual needs) from respondents view with (m= 2.61, SD=
1.131) represents (52.2 %) above then the mean of System connections in all, and this
item is important to the organization to care about, to take the missing materials and

equipment it needs for the workflow.
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Dissimilar with Jyothi, Farooq & Pradhan,2010), this study helps develop an integrated
scale to measure learning enablers, learning outcomes, and organizational performance in

an organization.

There were scales, which measure learning enablers or learning achieved or learning in

general or the relationship between some forms of learning with performance.

This study demarcates learning enablers at three levels and learning achieved at three
levels, and the organizational outcome in the form of performance in a single integrated
scale. It will help specifically look for learning enablers or learning outcomes at the

individual, group, or organizational level and relate them with each other and performance.

v To answer the study sub-question: ""What is the degree of Strategic
Leadership in the PHS?

Table (4.2.12) Descriptive statistics of Strategic Leadership

Items Mean  Standard Degree Rank
Deviation

In my organization, leaders mentor 2 65 1,146 Moderate 3
and coach those they lead.
In  my organization, leaders Moderate 4
continually look for opportunities to  2.48 1.161
learn.
In my organization, leaders ensure Moderate 2
that the organization’s actions are  2.60 1.147
consistent with its values.
Strategic Leadership 2.5768 1.07095 Moderate

Where the table shows the degree of Strategic Leadership in the PHS is moderate
with (M=2.5768, SD= 1.07095), which means (51.4%) of the observations range between

(2.48) and (2.65), in addition, the item in the Strategic Leadership in PHS (In my
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organization, leaders’ mentor and coach those they lead) with (53%) of importance. The
lowest is the (In my organization, leaders continually look for opportunities to learn) with

(49.6%) of importance.

In my view, these findings are a result of not giving enough attention which the
organizations need to take care of, to organize, arrange, and monitor their priorities and set
their goals with their employee's participation, where the strategies and rules are useless
and if the organization doesn't have the dimensions to implement the learning organization
basics. Moreover, the government hospitals have rarely identified their KPIs to measure

their employee’s performance; if it put some KPIs, it doesn't care about results.

Evidence of this that the evaluation approved in the hospitals is not approved. The
employee’s evaluation is required to be higher than 65%, and if it is less, the ministry just

sends a paper to the employee to improve his performance.

In addition, there is no department devoted to creativity or concerned with personnel
affairs in the existing strategic plan of the Palestinian Ministry of Health, only interest in
achievements, buildings, constructions, imports, and how many new hospitals has been

opened. See the strategic plan of the Palestinian Ministry of Health (2017-2022).

The lowest values are Dialogue and Inquiry with (mean=2.4139, SD=1.08595) with
(48.2%) and the highest dimensions value is for Strategic Leadership with (mean = 2.5768,
SD =1.07095) with (51%). The, values still low on average, show a gap in the PHS

performance and implementation of its strategies.

Dissimilar with Bhaskar & Mishra (2017). The highest mean in this study was for

strategic learning (4.11), and the lowest was for Inquiry and dialogue (3.87).

Also, it is similar to a paper study by Dimitrios, Sakas & Vlachos (2013), in which a

study was made on the role of Strategic Leadership in non-profit Organizations. Simulation
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has provided evidence that several other factors besides leadership, such as organizational
culture, R&D strategy, business environment and structure, are related to firm
performance. Therefore their combined impact should be investigated in future studies.
Moreover, the rivalry in markets between non-profit and for-profit organizations should be

further explored to understand better how Strategic Leadership applies.

This study is similar to Grandy (2013) study findings that reveal that the organization
and its employees have undergone some incremental and more radical changes over many
past years. Much of this change has been attributed to the vision and leadership style of the

current leader.

4.3 Testing Hypothesis
H;: Learning Organization Strategy plays a significant role in the PHS in

the West Bank.

Table (4.3.1) One-Sample Test- (Test value = 3.67)

Dimensions Mean Std. deviation T-value Sig.
Continuous Learning 2.5094 1.07659 -14.383 .000
Dialogue and Inquiry 2.4139 1.08595 -15.433 .000
Team Learning and Collaboration  2.5506 1.04824 -14.248 .000
Embedded Systems 2.5169 1.10015 -13.984 .000
Empowerment 2.4719 1.55203 -10.299 .000
Systems Connections 2.4888 1.06661 -14.775 .000
Strategic Leadership 2.5768 1.07095 -13.619 .000
Learning Organization 2.5040 1.02169 -15.226 .000

The first hypo study shows that the selected dimensions are affecting the learning

organization strategy that plays a significant role in the PHS in the West Bank.
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The study uses a one-sample t-test to evaluate if the mean of LO dimensions was
significantly differenced from (3.67). According to the table (4.3.1), the significant value
of the LO t-test were (t= -15.226, p-value=.000). It indicates that the dimensions of the LO
are positively less than the cut of point (3.67), with (M= 2.5040, SD=1.02169). All
dimensions of a learning organization are converged in mean between (M= 2.4139, and
(M= 2.5768).

Hence, the alternative hypo study accepted that LO plays a significant role in PHS.
Also,
the LO (Continuous Learning, Dialogue and Inquiry, Team Learning and Collaboration,
Embedded Systems, Empowerment, Systems Connections, Strategic Leadership)
dimensions play an important role in PHS, where (T =-14.383, -15.433, -14.248, -13.984,

-10.299, -14.775, -13.619, -15.226) respectively and (P-value =.000) for all four

dimensions.
The S.D is very high according to the differences between employees and their

knowledge.

Similar to Bhaskar & Mishra (2017). The study reveals that the sample organization
scores high on the various learning organization dimensions (seven dimensions of DLOQ),
which impacts knowledge performance and financial performance. Learning organization
practices and processes are prevalent in the sample organization, and it is progressing well

towards its vision of becoming a learning organization.

Similar to Huang & Yao (2017). The research results conclude that learning
organization presents positive and significant effects on organizational communication.
Organizational communication reveals positive and remarkable effects on organizational

creativity, and learning organization shows positive effects on organizational creativity.
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H,: Individual Creativity plays a significant role in the PHS in the West

Bank.

Table (4.3.2) One-Sample Test- (Test value = 3.67)

Dimensions Mean Std. deviation T-value Sig.
Domain-Relevant Skills 3.2781 .60782 -8.602 .000
Creativity-Relevant Skills 3.8009 .65491 2.666 .008
Intrinsic Task Motivation 3.3587 .69155 -6.006 .000
Individual Creativity 3.4371 .58167 -5.342 .000

The second hypothesis study shows that Individual Creativity plays a significant role

in the PHS in the West Bank.

The table shows that individual creativity plays a role in PHS by using a one-sample
t-test to evaluate "What if the mean of individual creativity was significantly less than
3.67." According to the table (4.3.2), the significant value of the Individual Creativity (T-
value= -5.342, P-value =.000) indicates that the level of individual creativity in the PHS is
positively less than the cut-off point 3.67, also, (M=3.4371, SD= .58167). Thus, we can
accept the alternative hypo study that individual creativity plays a significant role in the
PHS. The individual creativity dimension plays a significant role in the PHS, the
creativity-relevant skills (T=2.666) and (p-value < .05 it equal=.008), the domain-relevant
skills (T-value = -8.602) and (p-value= .000) and this plays a significant role in PHS,

where (p-value less than .05).

Dissimilar with Wang and Rode (2010), in a study of 55 organizations about Followers’
creativity (leader rating), they found a Non-significant direct relationship between

transformational leadership and employee creativity.
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In addition, Jaussi and Dionne (2003), as cited at Eisenbei & Boerner (2013),
examined the influence of transformational leaders on creative performance in

experimental testing; they could not find any significant relationship at all.

H3: There is a significant difference in understanding the learning
organization strategy and individual creativity due to demographic
characteristics (Age, Qualification, the number of years worked in the
current institution, and Years of experience) in the PHS in the West

Bank.

H.3.1: There is a significant difference in understanding the learning
organization strategy and individual creativity in the PHS in the West

Bank due to Gender.

The first hypothesis study argued that there is a significant difference in understanding
the learning organization strategy and individual creativity due to demographic

characteristics in the PHS in the West Bank.

This hypothesis study consists of seven sub- hypotheses related to (Age, Qualification,
the number of years worked in the current institution, and Years of experience). All
of this sub- hypo study specified that there is a significant difference in dependent and

independent variables due to demographic variables.

Table (4.3.3.1) The results of independent t-test for understanding the
learning organization strategy and individual creativity in the PHS in the
West Bank due to Gender.
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Dimensions Gender | N Mean | Std. deviation | T-value Sig.
Domain-relevant skills | Male | 126 | 3.3084 62136 1.035 .302
Female | 52 | 3.2047 57283
Creativity-relevant Male | 126 | 3.7910 61626 -.312 .755
skills Female | 52 | 3.8248 74628
Intrinsic Task Male | 126 | 3.4078 66736 1.480 141
Motivation Female | 52 | 3.2396 74012
Individual Creativity Male | 126 | 3.4678 57155 1.097 274
VGLEL Female | 52 3.3627 .60465
Continuous Learning Male | 126 | 2.5079 1.07638 -.027 .978
Female | 52 2.5128 1.08758
Dialogue and Inquiry | Male | 126 | 2.4392 1.08456 483 .630
Female | 52 2.3526 1.09746
Team Learning and Male | 126 | 2.5635 1.01759
. .255 .799
Collaboration Female | o, | ;5102 1.12877
Embedded Systems Male | 126 | 2.4550 1.06800 1168 a4
Female | 52 2.6667 1.17156
Empowerment Male | 126 | 2.4630 1.67914
-.119 .905
Female
52 | 2.4936 1.20364
Systems Connections Male | 126 | 2.4709 1.04245 -.347 729
Female | 52 2.5321 1.13233
Strategic Leadership Male | 126 | 2.5265 1.04762 -976 331
Female | 55 | 26987 1.12655
Learning Male | 126 | 2.4894 1.01305
Organization Total = i—— 1 5304 1.05146 e 708
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Sample t-test was used to test the (3.1) hypothesis study “There are no statistically
significant differences in understanding the learning organization’s strategy and individual

creativity in the PHS in the West Bank due to gender.

The above table shows that the P-value of the main variables (Learning Organization
Total, Individual Creativity Total) is more than 0.05. Therefore, there are no significant
differences in understanding the learning organisation’s strategy and individual creativity
in the Palestinian health sector in the West Bank due to gender. As the mean for males and
females for (Individual Creativity Total), respectively (M=3.4678, M=3.3627) (T-value
=1.097) and the mean for males and females for (Learning Organization Total),
(M=2.4894, M=2.5394), which is a moderate degree for both variables (Learning

Organization Total, Individual Creativity Total).

We note that the second dimension of the individual creativity dimension (creativity -
relevant skills) is with moderate degree for males and females (Male = 3.7910), (Female =
3.8248), where the sample of males responding to the questionnaire was (126), which is
higher than the female respondent sample, which amounted to (52) female respondents,
and the average of females was higher than the average of males despite a large difference

in the number of respondents in terms of gender.

Thus, gender does not play an important role in understanding a learning organisation's

strategy and individual creativity in the PHS in the West Bank-based on gender.

From the above table, we notice that the P-value for each dimension of the two main
variables was greater than (0.05). This means that there were no statistically significant

differences attributed due to gender.
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H_3.2: There is a significant difference in understanding the learning
organization strategy and individual creativity in the West Bank's PHS

(Age, Education, Experience).

Table (4.3.3.2) Group Statistics and One-way ANOVA test for the

Demographic Variables (age, educational level, years of experience).

Dimension Age Educational Level | Years of experience
F | sig F sig F Sig
Domain -_Relevant 917 | 456 | 631 596 274 844
Skills
Creativity -
. 1.852 | .121 | 2.293 .080 1.611 .189
Relevant Skills
Intrinsic Task | g9 | 500 | 1086 | .356 437 727
Motivation
e bl 929 | 448 | 694 | 557 | 364 779
Creativity
Continuous | 3 96; | ooa | so0s1 | .002 | 7.404 | .000
Learning
Dialogueand ;¢ | 607 | 2313 | 078 | aass | .007
Inquiry
Teamlearningand | ;oo | o6 | 1244 | 295 | 6.686 .000
collaboration
Embedded 2.628 | .036 | 1478 | .222 6.351 .000
Systems
Empowerment 1.595 | 178 | 1.262 .289 3.649 .014
System 3173 | 015 | 969 | 409 | 6.171 .001
connections
Strategic 2253 | 065 | 2.060 | .107 3.469 017
Leadership
Learning 3247 | 013 | 2267 | 082 | 6233 | .000
Organization

One-way ANOVA test for the Demographic Variables (age, educational level, years of
experience, job title, and employer) used in Table (4.3.3.2) to clarify that there is no

significant difference in employee creativity in terms of the following (age, educational
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level, years of experience) related to Individual Creativity Total as the p-values are more
than (0.05) for all variables.

Also, the table shows a difference in the employees' awareness in terms of the factors
selected for the Learning Organization Total dimensions, as all of them are less than
(0.05).

The table shows that (Continuous Learning all values are less than (0.05), Dialogue

and inquiry has less value in age and years of experience which (p-value) less than (0.05),

The dimensions (Team learning and collaboration, Embedded Systems, System
connections) these factors are with (p-value) less than (0.05) in years of experience
variable. The dimensions (Empowerment and Strategic Leadership) their p-values are more
than (0.05), which causes no difference in the awareness of employee in understanding the
learning organization strategy and individual creativity in the PHS in the West Bank due to
(Age, Education, Experience).

Based on these results, we reject the alternative hypothesis study, which indicates
significant differences in the employee's awareness of the selected factors, especially in
understanding the dimensions of the learning organization more than understanding the

dimensions of creativity.

H4: The dimensions of learning organization strategy and individual
creativity dimensions are related to each other in the PHS in the West

Bank.
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Variables 1 2 3 4 5 6 10 12
Domain -
Relevant 1
Skills
Creativity -
Relevant 620" 1
Skills
Intrinsic
Task 751" | 578" 1
Motivation
Indmplgal 018™ | 7747 | 916~ 1
Creativity
Contlnuc_)us 4337 | 126 | 5747 | 471" 1
Learning
Dlaloguea_nd 306™ | 083 | 554 | 4357 | 81 1
Inquiry
Team
learning and | 443" | .148" | 526 | 458" | 816" | .867
collaboration
Embedded 3817 | .160" | .490™ | 416" | 765" | 795"
Systems
Empowerme 3647 | 192" | 458™ | 4077 | 630" | .659™
nt
Sys_tem 4127 | 154" | 5277 | 4477 | 792" | 819" 1
connections
Strateg_lc 4207 | 157" | 5627 | 468 | 8117 | .796™ 861"
Leadership
Learning - . - - - - -
452 166" | 5857 | 493" | .895™ | 915 927 1

Organization

*. Correlation is significant at the 0.05 level (2-tailed **. Correlation is significant at the

0.01 level (2-tailed)

The fourth hypothesis study says that the dimensions of the learning organization

strategy and the dimensions of individual creativity are related to each other in the PHS in

the West Bank.
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Test the degree of the relationship between two variables. It indicates that there is a
correlation between two variables. If there is a change in the values of one of the two
variables, it is accompanied by a change or decrease in the value of the other variable. That
is, if the values are greater than (0.05), it’s a centrifugal relationship. If they are less (0.05),

it is an inverse relationship.

The relationship is complete when the variable intersects itself, the majority of values
are with "two stars"**, and this means that its moral value is high; since the relationship
between the two variables is strong and moral, we conclude that the dimensions of the
learning organization and the dimensions of individual creativity are strongly related to

each other.

Table (4.4.1) shows that selected factors affecting the learning organization strategy are
significantly correlated to individual creativity in the PHS due to (P- values) is equal to or
less than (0.05). Also, selected factors have a strong significant correlation with the

learning organization strategies but, LO has a significant correlation with I1C in PHS.

The correlation between the two variables is strong. All of the results are close to each
other, and the (r) for them start with one and end at (.452). The dimensions of learning
organization strategy and individual creativity dimensions are related to each other in the

PHS in the West Bank there is a positive relationship.

Dissimilar with Ke (2018). The results showed that creativity-relevant skill were
positively correlated with creativity role identity, creative job requirements and creativity,
but negatively correlated with mental transformation cost (r = - 0.164, p < 0.01). There was
a significant negative correlation between learning and creativity (r = - 0.186, p < 0.01),
and a significant positive correlation between creativity role identity and creativity (r =

0.499, p < 0.01).
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Kim, Watkins & Lu (2017) found that a learning organization positively affects
knowledge performance; knowledge performance has a positive effect on financial
performance, and knowledge performance fully mediates the relationship between a
learning organization and financial performance.

H5: There is a significant impact of the dimensions of learning

organization strategy on individual creativity in the PHS in West Bank.

Table (4.5.1): R-square and ANOVA for econometrics model

Juleels SS(;Jl:ngfs 2 SI\(;ISZpe F =l R Sqllfare Acéj;j;er(iR
Regression 15.595 7 2.228
Residual 44.291 170 8.551 | .000° .510° .260 .230
Total 59.886 1

a. Dependent Variable: individual creativity
b. Predictors: (Constant), dimensions of learning organization

The results in table (4.5.1) using One Way ANOVA revealed a significant value of
(R2=.425, p<.001), (8.551) for F distribution with (7.170) degrees of freedom. The F
distribution has been taken to measure the estimated regression's overall significance,
indicating a significant impact of the learning organization dimensions on individual
creativity with a p-value of (0.00). The coefficient of determination (R square) equals
(0.260) indicates that the learning organization dimensions can explain 26% of the
variations in the PHS's individual creativity. This considers a good fit for the data, where it
would contribute to predicting individual creativity by the learning organization

dimensions.



78

Table (4.5.2): The OLS summary statistics of the alternative hypo study

Unstandardized | Standardized
Coefficients Coefficients _
Model t Sig.
Std.
B Beta
Error
(Constant) 2.713 .106 25.531 | .000
Continuous Learning 119 .078 .220 1.531 | .128
Dialogue and Inquiry -.048 .085 -.089 -560 | .576
UG L_earnmg 2l .102 .096 .185 1.064 | .289
Collaboration
Embedded System -.058 .077 -.109 -750 | .455
Empowerment .055 .036 147 1.544 | .124
System Connections -.008 .091 -.015 -089 |.929
organizational value 120 .081 221 1.478 | .141

In this study, multiple linear regression analysis used to test if learning organization
dimensions are significantly predicted individual creativity in the PHS. Table (4.5.2) shows
the outcome of the regression and indicates that the two predictors (continuous learning
and empowerment) explained 26% of the variance (R>= 0.26, F (7,170) =8.551, P< 0.05).
That means that continuous learning and empowerment are significantly predicted

individual creativity: (38=.119, p=0.015), (R=-.055, p=0.000) respectively.

According to Ke (2018). A significant positive correlation between creativity role
identity and creativity and creative job requirement played a significant negative

moderating role.

H6: There is a significant impact of the learning organization strategy

on individual creativity in the PHS in West Bank.

Table (4.6.1): R-square and ANOVA for Econometrics Model
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Model Sum of Df Mean F Sig. R R Adjusted R
Squares Square Square Square
Regression 14.552 1 14.552
Residual 45.334 176 56.496 | .000° | .493° .243 .239
.258
Total 59.886 177

a. Dependent Variable: individual creativity.
b. Predictors: (Constant), learning organization

Results in the table (4.6.1) using One Way ANOVA revealed a significant value of

(56.496) for F distribution with (1.170) degrees of freedom. The F distribution has been

taken to measure the overall significance of the estimated regression to indicate a

significant impact of the learning organization strategy on individual creativity with a p-

value of (0.00).

The coefficient of determination (R square) equal (0.243) indicates that the learning

organization strategy can explain about 24.3% of the variations on the individual creativity

in the PHS. This considers a good fit for the data, which contributes to the prediction of

individual creativity by the learning organization strategy.

Table (4.6.2): The OLS Summary Statistics of The Alternative Hypo

Study
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error | Beta
(Constant) 2.734 101 27.090 | .000
.281 .037 493 7.516 | .000
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Simple linear regression analysis used in this study to test if learning organization

strategy is significantly predicted individual creativity in the PHS. Table (4.6.2) shows the

outcome of the regression and indicates that learning organization strategy explained

24.3% of the variance (R?= 0.243, F (1,170) =56.496, P< 0.05) that is, mean learning

organization strategy is significantly predicted individual creativity: (3=.281, p=0.000).

Table (4.3.7) Summary of Testing Hypotheses Results

Results

H-1 | Learning Organization Strategy plays a significant role in the PHS in the | Accepted
West Bank

H-2 | Individual Creativity plays a significant role in the PHS in the West Bank Accepted

H-3 | There is a significant difference in understanding the learning organization | Accepted
strategy and individual creativity due to demographic characteristics (Age,
Qualification, the number of years worked in the current institution, and
Years of experience) in the PHS in the West Bank.

H. | There is a significant difference in understanding the learning organization | Rejected
strategy and individual creativity in the PHS in the West Bank due to

31 Gender.

H- | There is a significant difference in understanding the learning organization Accepted

3-2 | strategy and individual creativity in the PHS in the West Bank due to (Age,
Education, Experiences).

H-4 | The dimensions of learning organization strategy and individual creativity | Accepted
dimensions are related to each other in the PHS in the West Bank.

H5 | There is a significant impact of the dimensions of learning organization | Rejected
strategy on individual creativity in the PHS in West Bank.

H-6 | There is a significant impact of the learning organization strategy on | Accepted

individual creativity in the PHS in West Bank.
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CHAPTER FIVE
CONCLUSIONS AND RECOMMENDATIONS

This chapter presents the constraints, obstacles, conclusions, and recommendations in
the study to help the PHS empower the learning organization strategy in the work
environment and the continuous improvement that accompanies the implementation of the
learning organization’s strategy. It also draws the health sector’s attention to the interest in
and support for the individual creativity of the employees, not to deal with the employee as

a work machine.

Based on the results obtained from the data analysis in Chapter Four, the researcher

will suggest some recommendations and ideas and some suggestions for future studies.

5.1 Conclusions

e The study results indicate that the dimensions of learning organization strategy
do not affect individual creativity among employees in the PHS, while the
learning organization as a whole affects the individual creativity in the PHS in
the West Bank.

e From the point of view of the respondents, the degree of individual creativity is
a moderate degree.

e The dimensions of the learning organization’s strategy significantly impact
individual creativity in the PHS in the West Bank.

e All the factors affect individual creativity degree in PHS.
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The results indicated a high score in (creativity-related skills) while there was a
moderate degree in (domain-related skills) and (task-related internal motivation)
respectively.

All the factors were chosen to affect the individual creativity degree in PHS.

Respondents believe that the highest degree of individual creativity in PHS is
(creativity-related skills), representing (76%), which means that employees
have experience and skills in their jobs, qualifying them for creativity.
Respondents believe that employee relations at work help to “get the job done"
as they achieve a high degree, and this means that there are strong relationships
between employees in the workplace, and the method and technique of dealing
with problems in the workplace is an effective way for them.

“The ability to quickly and aggressively deal with problems that suddenly occur
at work” scored the lowest from the respondents’ view.

Respondents demonstrated that there is conviction and confidence among PHS
workers that they can solve problems and deal with difficult situations. Still,
there is no support or materials available to help them.

There is a tendency among employees to compete, and they are looking for it,
not finding it.

The majority of employees are looking for the missing element in the work
environment to support their creativity, and the result is that it is not available
or rare.

PHS needs to improve its creativity strategies, focus on training and courses for

qualified employees.
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The Standard Deviation was high in the analysis of individual creativity that
indicates the differences between employees, different experiences, and
personality.

There is a problem with employees not having access to all the resources they
need to do their job.

The PHS neglects the employees' actions and opinions of decision-making.

The Standard Deviation illustrates the significant differences between a
respondent's traits, actions, experiences, opinions considerations, and self-
confidence.

The learning organization results confirm the first hypothesis study: The
learning organization strategy plays an important role in the PHS in the West
Bank.

The degree of continuous learning in PHS from the respondents' point of view
achieved a moderate degree. This means that (50%) of the items are not applied
in the work environment.

The spirit of participation among employees in groups within the organization
in general, which constituted (55%) a low percentage, but according to the
analysis, it is the highest among the items.

The results show a lack of interest in learning and in the way of learning that
can move the organization from failure to success significantly and for a long
time.

There are still no first pillars for organizing learning in PHS.

Continuous learning and learning are vital in today's complexities, and the ever-

changing words, individuals, groups, and institutions need more control over
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their learning. They need to gain the knowledge and skills to do their job better
and be prepared to take on future challenges.
The Dialogue and Inquiry dimension at PHS achieved a moderate degree of
(48%).
The lowest item of the dialogue and inquiry dimension is — In my organization,
whenever people state their point of view, they also ask what other people think
" (47%).
The following items, "giving feedback and building confidence,” achieved a
medium and equal score of (49%) with a different standard deviation.

The average dialogue and inquiry need to be improved and implemented
among employees.
Team learning and collaboration dimension achieve a moderate degree in PHS.
All items achieved a moderate degree in the dimension of Team learning and
collaboration.
The standard deviation of the Team learning and collaboration dimension is
very high, which means differences between respondents in qualification,
training, and education.
The empowerment dimension in PHS achieved a moderate degree from the
respondents’ point of view (49.4%).
There is some of the attention about an item (My organization works together
with the outside community to meet mutual needs) from respondent’s view
represents (52.2 %).
The degree of Strategic Leadership in the PHS is moderate, which represent

(51.4%).
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e The item in the Strategic Leadership in PHS (In my organization, leaders’
mentor and coach those they lead) represent (53%), and the lowest item (In my
organization, leaders continually look for opportunities to learn.) represent
(49.6%).

e The findings are a result of not giving enough attention, which the organizations
need to take care of, to organize, arrange, and monitor their priorities and set
their goals with their employee's participation, where the strategies and rules are
useless if the organization doesn't have the dimensions to implement the
learning organization basics. Moreover, government hospitals have rarely
identified their KPIs to measure their employee's performance. If put, some
KPIs, don't care about results.

e The lowest values are Dialogue and Inquiry with (48.2%).

e The highest dimension value is for Strategic Leadership with (51%). There is a

gap in the PHS performance.

5.2 Recommendation

In this section of the study, where the recommendations are concerned, the
researcher recommends that the PHS implement the learning organisation's
strategy, as it was found it is necessary to adopt learning, PHS does not implement
the dimensions of the learning organization. It should also pay attention to the
employees who are the backbone of any organization and its human treasure that
achieve all of its work. Individual creativity must be careful of, which is the basis
of the success of any organization that plans to continue and remain strong in the

labor market.
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To activate the creativity of health sector employees, also show their creativity in the
various fields of work, including doctors, nurses, administrative employees, supportive
medical sciences, and others.

Empowering employees to develop organizations, concern about employees to be with
strong ability, awareness, and knowledge in the field of work to advance it.

To improve the work environment by improving the system of technology used and
adapting them toward work requirements, which ensures the flow of work with the least
time and effort, the health sector's overriding goal is to preserve lives.

It is recommended that the PHS highlight the employees' achievements and motivate
them to improve themselves and reward creative employees through clear and fair
evaluation mechanisms for all levels. PHS must pay attention to put clear mechanisms to
encouraging employees to be creative. Moreover, managers should be interested in
changing the way they deal with employees to be more positive and motivational, using

their energy through teamwork and directing efforts to achieve the organisation's goals.

It is recommended that attention be paid to providing the resources required to meet the
needs of organizations and employees at the cost and times specified according to a
specific plan. Moreover, PHS is advised to develop policies and procedures to ensure the
rights of employees. The health sector is also advised to establish an internal monitoring
and complaints unit in each center or hospital affiliated with it to follow up on work

progress and monitor the work of managers.

The PHS is advised to establish centers to train employees on obtaining knowledge,
developing it, and using it to serve the public interest. Also, see things from a global

perspective to develop the health sector.
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PHS should focus on activating the implementation, monitoring, and continuity of the
learning organization's strategy to maintain the individual creativity achievement of the
employees, the involvement of all experienced employees in the formulation and
implementation of the learning organization's strategies, and the development and

activation of key performance indicators to control and monitor the implementation

process.

To become an LO, PHS should focus on communication, access, and sharing of
information, and participation of all members from all levels to create an atmosphere for
learning and accomplishment to enhance innovation and motivation. Managers should
allow employees to participate in implementing decisions to empower them. Organizations

need to empower employees to become increasingly effective in making better, faster

decisions, delivering the best performance that is the basic requisite for survival in today’s

competitive era.
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5.3 Limitations of The Study

There were many limitations and constraints that the researcher suffered from.
First, the researcher may have failed to search for all results because the data may
be affected by the respondents ’awareness about the learning organization’s
strategy and the extent of their response. Second, the researcher faced difficulties in
determining the sample size due to the lack of official statistics on the number of
PHS employees in the West Bank due to the diversity of its branches, which

include UNRWA, military services, and the government and private sectors.

Several individuals were hired on a World Bank contract recently during the
emergency period to cover the employees who were injured by covid.19 during
their work. Third, the data were collected in an emergency and an advanced stage
of the global epidemic, Covid.19, which made access to more hospitals and health

centers affiliated with the PHS very difficult and complicated.

The researcher was an employee in a hospital in the PHS, as it was obligatory to

work during the emergency period. Thus, the sample size is small.

5.4 Future Studies

In this section, the researcher suggests some research topics that can be conducted for
future research, as follows:

Future researchers can consider the impact of individual creativity on the learning
organisation's strategy in the PHS from the creative point of view. Besides, they can

conduct similar studies in various locations such as parastatal institutions, municipalities,
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or in the Palestinian private sectors. Conducting the study on another independent sector
affiliated with the PHS. Moreover, the researcher proposes to conduct a study on the effect
of the learning organization on the acceptance of individuals of its work environment.
Also, one of the studies that may be conducted in the future is the relationship between job
satisfaction and individual creativity, as well as a study on the size of the influence of the
director or leader who runs the organization on the achievement and creativity of
individuals in the various Palestinian sectors.

Also, about individual creativity as a whole and ways to develop and encourage it to be
present in every organization to achieve the spirit of competition between employees and
organizations as a whole. The possibility of conducting studies on how to make Palestinian
organizations successful learning organizations in the long run. Also, studies about the

difficulties that creative employees faced.
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Appendix (1): Questionnaire

aus iy alll aupell dea le
ARAB AMERICAN UNlVERSITY

College of Postgraduate Studies Ramallah

Master of Strategic Planning and Fundraising

Dear Employees,

This study aims to identify “The impact of Learning Organization Strategy in
Enhancing Individual Creativity in PHS”.

(bl auall sUadl) B g3 &l la) et A daladial) dakiial) duadd) i) il

This is in order to complete the requirements for obtaining a master's degree in
strategic planning and fundraising at the Graduate School of the Arab American
University. The data and information extracted from the study form will be used for
scientific research purposes only.

Thanks
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Researcher: Nora Jarrar

Section 1: Demographic Information, Please Kindly place (X) near
your answer.

P1 | Gender: [ Male COFemale

Age Range: [ Below 22 Years L] Between (22-32) Years O

P2 Between (33-43) Years [1 Between (44-52) Years ] Above 53 Years

Level of Education: [ Diploma and below 1 Bachelor O

P3 Master and more

Number of years you worked in the institution: L1 Below 3 Years [ Between (3-6)

P4 Years [J Between (7-9) Years [ 10 Years and more

PS5 Your job description: OO Administrator [ Accountant [OManager ONurse O
Doctor

P6 | Do you work in a career description: O Yes O No

Section 2: Learning Organization, Please kindly place (X) behind your closest
answer.

NO Items Frequently | Fairly | Some | Once | Not
Times |Ina at all
While

S2.A Continuous learning

S2.1 There is an interest in ideas from
the institution

S2.2 The institution works to
motivate employees to be
creative in their work

S2.3 The institution works to create
competition among employees
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S2.4 The institution encourages its
employees to compete

S2.5 The institution encourages
creativity and respects any ideas
raised

S2.6 Consultation takes place
between employees in any
decision

S2.7 There is an upgrade and support
for any perfect employee

$2.8 There is appreciation for any
creative work

S2.9 The institution works to support
the creative employee and open
the way for him to be creative

$2.10 I am proud of my work as a
member of the Palestinian
Ministry of Health

S2.11 My organization provides a clear
picture of its goals

$2.12 The ministry considers employee
comfort among its priorities

$2.13 There are enough people to do
the work

S2.14 There is strong control over how
it works

$2.15 I have contentment in my job

S2.16 The manager always tells his
intention to do new things at
work

$2.17 I have full confidence in the
current manager

$2.18 In my organization, people
help each other learn.

$2.19 In my organization, people are
given time to support learning

$2.20 In my organization, people are
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rewarded for learning.

S2.B

Dialogue and Inquiry

$2.21

In my organization, people
give open and honest
feedback to each other.

$2.22

In my organization, whenever
people state their view, they
also ask what others think

$2.23

In my organization, people
spend time building trust with
each other.

S2.C

Team learning and collabor

ation

S2.24

In my organization,
teams/groups have the
freedom to adapt their goals
as needed

$2.25

In my organization,
teams/groups revise their
thinking as a result of group
discussions or information
collected.

$2.26

In my organization,
teams/groups are confident
that the organization will act
as their recommendations.

S2.D

Embedded Systems

$2.27

My organization creates
systems to measure gaps
between current and
expected performance.

$2.28

My organization makes its
lessons learned available to all
employees.

$2.29

My organization measures the
results of the time and
resources spent on training
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S2. E Empowerment

$2.30. My organization recognizes
people for taking initiatives

S$2.31 My organization gives people
control over the resources they
need to accomplish their work.

$2.32 My organization supports
employees who take
calculated risks.

S2.F System connections

S2.33 My organization encourages
people to think from a global
perspective

S2.34 My organization works
together with the outside
community to meet mutual
needs.

S2.35 My organization encourages
people to get answers from
across the organization when
solving problems.

S2.G Strategic Leadership

$2.36 In my organization, leaders’
mentor and coach those they
lead

$2.37 In my organization, leaders

continually look for
opportunities to learn.

$2.38 In my organization, leaders
ensure that the organization’s
actions are consistent with its
values.

Section 3: Individual Creativity, Please kindly place (X) behind your
closest answer.
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# Items Frequently | Fairly | Some Once | Not at
i ina all
'MeS | While

S3. A | Domain-Relevant Skills

S3.1 I suggest new and practical
ideas to improve performance

S3.2 Look for new technology to use
at work

S3.3 Ready to take the risk boldly

S3.4 | have previous experience that
makes me more accurate in my
work

S3.5 I suggest new ways and
methods to improve the work

23.6 Employees relationships at
work helps to get the job done

S3.7 The problems at work do not
lose my focus

S3.8 Able to deal quickly and
aggressively with problems that
suddenly occur at work

S3.9 There is competition to bring
creative ideas to work

$3.10 | Enjoy the competitive in the
field of work

$3.11 | I have an impact on getting
work done

$3.12 | The manager encourages us to
think creatively

$3.13 | There is a committee that
oversees the creation and
promotion of the creative at
work

$3.14 | There is respect for any creative
idea that was suggested and
adopted

S3. B | Creativity -Relevant Skills
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$3.15 | I Suggest new ways to achieve
goals

$3.16 | | have the ability to relate
problems to one another

$3.17 | | have the ability to solve a
problem from its roots in a
specified time

$3.18 | I have a lot of new ideas

$3.19 | | work within the laws; | hate
strict laws

$3.20 | Notice things that others do not
notice

$3.21 | I suggest new ways to solve
problems

$3.22 | I strive to improve my
performance at work

$3.23 | I seek competition and work for
it

S3.C | Intrinsic Task Motivation

$3.24 | | seek self-realization at work

$3.25 | I love my job, so | make an
effort to keep it

S$3.26 | | feel loyal to my foundation

$3.27 | | have the ability to solve
complex problems

$3.28 | | have access to all the
resources needed to do my job

$3.29 | | have personal satisfaction with
my job

$3.30 | My new ideas are welcome in
my work

$3.31 | I have confidence in accepting
and respecting my ideas at work

$3.32 | | participate in goal setting in
my work

$3.33 | My opinion is taken as an
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effective individual in the
institution

S$3.34 | Everyone is consulted when
enacting a serious labour law

$3.35 | Every employee is free to do his
job as he wants

$3.36 | I don't ask many officials at

work
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Appendix (2): Questionnaire in Arabic

aspalll o

ARAB AMERICAN UNIVERSITY

A )y Llad) bl 43

O gad) ariats o i) bbadl) (B plunnla

cd;\.iﬁ}d\ s:‘b’ﬁ\

o OadBigall (5l a8l £l et 8 dalatial) daliial) Al el 1™ aaad ) A pall oda Ciags
A i) Jagdaddl) B el Ay )3 e J geand) cilithiia Jlas) Jal (e 138 9 Al aal) gUadl
1S YL o Sl oSS pdaa (e Ll Ay pa¥) A ad) daalad) A Llad) bl jal) 408 8 J) pa¥) aiiadg
Ayl zdgal cpe Ay i) Cila glral) g clibnd) aladicd aliwg Aue g ga g (Bia S B laiul) ) j8
Lid alel) Gad) () £Y,

pligladl ) S

D g rdialy)

1382 gaal) Cilaglaal) 1) gY) acadl)
aliall SLESY) alaf (X) BLE) Gl sla)

() A7) roiadl [ P2

33) Om () ww(3222) 0w () Am220e () isadbagia| P2
Lle 53 368 () Sl giw (52-44) O () sl (43

Aale () cusshSi () obalsasha( ) ahdll gsiaa | P3
o) 4538 ()

Gl (6-3) om () SBw3 e dil () idesall Gdle Clgiuae | P4

10() s (9-7) 0= ()
s g < gi




114

Blasmalaa () B () 8 psa( ) by iy | PS5
Bloasma () S ()
Bailesa dpka e )
¥ () () Al dlagdaa Adaidh] PE

il e Ul (3 L5) gy Sl pla I " daleial) dalaiod) ™ 1 U acddl

o [1E Tlails T3 ladl
O | b

© g
:

R

inall Lol

dwgall pa JSEY) 8 alaial g

S2.1

(b (S 20 ) 55 68 (ol gal) Gl o A 3al) Jan
ples

S2.2

Crdlh gal) (s Adlia (34 o dea’sall Jaxi

S2.3

Adlial) o Lgail ga dsnsgal) aauds

S2.4

DB ) o i g 1Y) A pal) g

$2.5

DA ) (B il gall G Ciaay gl

$2.6

i ciliga 5Y ao a5 48 5 2

S2.7

S S Y i aa gy

S2.8

Gkl mid g olay) ciligal) acd o dgall Jans
B g8 Aalal

$2.9




115

Liaacldl) daal) 3 ) 39 A8 (pa 3 A4S Lary gid L)

§2.10

Ledlaal oo daual g5 gua 5 50 A4S

$2.11

Lol s (ra A gall Aal; 5513501 ind

$2.12

Janlly Ll (il gal) (e GilS 230 22 g

§2.13

ey pL LS o G358 5 e 3239

S2.14

‘",M: 3 g ded Lﬁ-ﬁ

$2.15

Jard) b B sladly sl Al 8 Ladla paall (ylay

$2.16

Al ) 8 ALS & g

$2.17

) aguany Cpa Al e Lgd Calalad) 315l ae L

$2.18

bl ae Al B B ) 5 ) ) gl i

$2.19

aladl) o Lgd calalal) 3UISa o 5 ) 58 oS

$2.20

Dbl g ) gad)

S2.B

et GaldlY) oty umg 3150 (& o)) A g
) agand Lbila g da gida

S2.21

4 jpall g alail) Joa G AV g BT Aga g2 3 o) algs

§2.22




116

a W Calalal) cpn AR £y a3 513 9l aligs
warl) agulan

§2.23

sl g o laal) alal

S2.C

&*ﬁamw\/dﬂ\&mﬁﬂﬁhﬂ\bm{\@d
dalal) o Lgdlaa) Jass

$2.24

ph S daa) yas 8,) 8l (B e ganal [ (5N o oS
Lgan s il cilaglaal) o) duelaal) cilibliall 4o

§2.25

e ganall [ GAN (oS oy Sl e 315 sl Jans
Libea s Jaiia

§2.26

Jhacad) daaslyl

S$2.D

Al 1Y) il gadll b Aadi Ly B ) 5 o) pis
b gial) o))

§2.27

Bl (il gal) and dalia ABladd) (g pall Jaad 3154

§2.28

%Jﬂ\uicL‘éélﬂ&d\é‘)\}dbdj\:\*ﬁi)\jj\wgﬁ

$2.29

ol

S2.E

@ abpal) HATY Cplh gall 3 )50 aandis

$2.30

Lsabing AN 30 gall Ao 3 daacd) (aldd¥) 3 ) 3ol gl
pellesi iy

§2.31

Sl ¢ glaady cpdl) pdl gall (A g 3 ) gl as
4y gunal)

$2.32

euam aylal

S2.F




117

galle Jshiia (pa psill) o cpdls gal) 51 5l

$2.33

Cilaboay) dulil o W) aaiaal) aa bl sl Jaad
As yidal)

$2.34

L) Ao Jsand) o L cplalad) 31 831 5 ) 38l aelad
@M%\y&@@&\&@}d\&q&a

$2.35

Lol i) BaLAY

$2.G

il Sy ) Y1 9 A gilly 35130 (B BN gy

$2.36

M&}&J‘MQSJUJS\&SA&\&A*’

$2.37

fn G Cladiial) cld jual ) 5 J 5l (B A ey
Lpasd

$2.38

i) Al (5 )L81) puda gy Bl el sl "5 £IAN " 1D anddl

B | JSBga| g | WE | Laila Bkl | a8
B | Y

Jiaall Lal) cd @ jlgall | S3.A

1Y) Gl dlas g Baan 1188 o 38 3.1

Sard) B Lgaladin Basan 4l oo Cuan) $3.2

8 s hlial) Jaadl dlamin A $3.3

e ARy i) laad Alw B ud oAl | S3.4

Jard) Cppeatl Baaa cullad g (3 b ¢ 8 $3.5

$3.6

Sl o Jaad) B il gal) clide selud
dagall




118

GRS A AN Y Jaal) B JSLial) | 37

JSLial) aa B gl g Ay Jalaill o a3 $3.8
Jandl B lad Gt Al

Jeadl o hary) LSy calald dudlia Slia $3.9

Jand) Jlaa (B dudlially aliaind | S3.10

Sand) Jlad) B il adaiad | S3.11

SISl o padl) Unady | S3.12

EIAY) aadg sLAd) o pdd gl aa g | S3.13
Jand) b

L) ) a3 ua ABDA 5 S8 (oY ol ia) a5 | S3.14
Lallic] g

dal) @ld i lgal) - £lay) | S3.B

Y gadadl Saaa sk Bl | S3.15

o pa JsUéall Loy uﬁt— 5_aal) é.ﬁ $3.16
ol

2 B (e AlSdia Ja e 3 all) oA | S3.17
JN&J

Baaad) ) (e il oAl | S3.18

dajlall ¢y gl o 480 9 il 8 Chana Jaef | S3.19

Jandl B 09 AY Lehaadl Y sludl BaY) | $3.20

JSldiall Jad Baas gk 81 | S3.21

Jard) (B A Gpead) ) | S3.22

Ledal cre Jaadl g Adlial) ) anid | S3.23

Tagall R0 bl | s3.C

Jard) B il gudal aud | S3.24




119

dgle Bliall 3 ggaa Jof M (Lae aal Ul | $3.25

rngal £ ol pdl | $3.26

Badaall JSL&al Ja o 5_jaal) g $3.27

3 sal) asan ) dyaﬂfz'jlsfgjjs $3.28
‘”,.Lﬂ.) aly 4 P

#}CP(;*ML'.‘JL,S‘" $3.29

es 8 Buaad) (5 S8l qua jill ALy | $3.30

Jandl & (s LS8 ol jial g Jod B 4R gal | S3.31

e A il paas B LE | $3.32

dwgall A Jlad 35S )y 340 2 | $3.33

L Jas 58 e dis &A@J\ B jLdiu ‘5:\3 $3.34

LaS dlany ALl B4y ) AMl Ciliga JS | S3.35
gy

Jandl B ol gigenal) (e ESH Jlud W LY | 5336




Appendix (3) List of Questionnaire Evaluators

120

Number Name Mobile E mail Affiliation
Dr. Shahir : Al-Quds Open
1 Obaid 0599252615 | sobaid@qgou.edu University
Dr. Attieh Al-Quds Open
2 Musleh 0599678746 | amusleh@gou.edu University
Dr. Imad Arab
3 . ) 0599745643 | emad.waladali@aaup.edu American
Wild-Ali . ;
University
) Arab
4 Dr. Majeed 0599676270 | majeed.mansour@aaup.edu | American
Mansour . .
University
Dr. Yousef Al-Quds Open
5 Abu Farah 0594222244 | yabufara@qgou.edu University
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