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Abstract

The uncertainty and different challenges in the world today have made it difficult for the
Non-governmental organizations to respond fast to the unexpected and change
environment. Only those organizations that can adapt to these fast changes have a chance
of survival because these changes force the organization to pursue best practices to
achieve success. This study aims to assess the relationship between learning organization
and organizational survival at Patient's Friends' Benevolent Society in the Gaza Strip.

The design of this study is an analytical descriptive study through quantitative data. It is a
census survey, where the sample includes all healthcare providers at the Patient's Friends
Benevolent Society, the total numbers of the respondent are 150. A self-report structure
questionnaire was used in this study. To measure the validity of the instrument, the
questionnaire was submitted to a group of expert persons to evaluate the face and content
validity, and internal consistency was done. To measure the reliability of the instrument,
the researcher used the Cronbach alpha coefficient. The values of Cronbach's Alpha were
in the range of 0.848 and 0.925, which indicates good reliability of the entire
questionnaire.

The result of the correlation analysis showed that there is a positive significant
relationship between learning organization dimensions and organizational survival
domains, and the result of the regression showed that learning organization has a
significant effect on organizational survival (R Square of 0.736, p-value=0.000). The
results revealed that the learning organization's dimensions and organizational survival
domains in Patients Friends Benevolent Society are profitable to a moderate degree with
weight-mean 59.60% and 57.40% respectively. The results of multivariate analysis showed
there is a relationship between socio-demographic characteristics and learning
organization and organizational survival toward educational level (F = 3.409, P = 0.029),
years of services (F = 3.656, P = 0.014), specializations (F = 2.317, P = 0.037), and the
training courses (T =2.386, P =0.019).

The study concluded that adopting the learning organization helps the organization to be
innovative, adaptive, and encourages employee empowerment which increases the chance
of survival. The availability degree of the learning organization dimensions and
organizational survival domains reflect there is a negative indicator and need more
attention from decision-makers.

The study recommends the Non-Governmental Organizations to adopt the learning
organization approach to obtain diverse strategies that enhancing their survival. Also, the
study recommends the Patient's Friends Benevolent Society to implement training and
educational programs for employees that are concerned with the steps, methods, and skills
that enable them to reach the learning organization approach to increase the chance of
organizational survival.



List of Contents

D LTo [ Tor: V(o] o TP PRSP [
D =Tod - T =LA o] PSPPSR I
ACKNOWIEAGMENT ... bbb ii
N 0L = To! SRS PRRPORPRN 1\
IS 0 O] ] (=1 o USRS PP %
I ES 0 N 1= o] [ SRR viii
TS 0 T [N =TSSR X
LIST OF ANNEXES ...ttt ettt bbbt bbb et e b nte st et b nenne s Xi
Chapter One INTrodUCTION...........c.cooieiiiece s 1
I = - Yo 1o (0T o OSSPSR 1
1.2 ReSearch ProbIEM .......ciiiieee s 2
1.3 Justification O the STUAY ........ccceeiiiii e e 3
1.4 GeNeral ODJECHIVE .....c.viiiecie ettt te et re e 4
1.5 SPECITIC ODJECHIVES .....viiecii et ettt re e 4
1.6 RESEAICN QUESTIONS......ccveiiiiie ittt et e e e 5
1.7 Context Of the STUAY ........ccviiiieee e e 5
1.7.1 Geographical and demographical CONteXt ..........ccoevviiiieiiiie e, 5
1.7.2 Health status in the Gaza StrP ........cccocvveieeii e 6
1.7.3 Health sector in the Gaza StriP.......ccceveiieie e 7
1.7.4 Non-governmental organization in Palestine..............ccooevereiiieiiniinicice 7
1.7.5 HEAIN NGOS ....ceoeiiiee ettt sre e ae e nnees 8
1.7.6 Patient’s Friends Benevolent Society (PFBS) .......cccocoviiiiiiiiiiiiiececen 8

1.8 Operational defiNItiONS ........cccooiiiiiiiiiii s 9
1.8.1 Learning OrganizZatiON ..........c.cooureiirieienienie ettt 9
1.8.2 Organizational SUMVIVAL...........c.ccooiiiiiii s 10
1.8.3  SCale dEfINITIONS. ......eeiieieiieeee ettt nee e 10
Chapter TWo Literature REVIEW ..o 11
2.1 Conceptual fFramEBWOIK..........couiiiiiiiiiii s 11
2.2 LITErature REVIEW ........oiieiicie ettt nte e e s e nne e 15
2.2.1  Learning OrganiZatiOoN ............ccoeererereeeeieniesie et 15
2.2.2 Models of the learning 0rganization ...........ccccocoveiininienienene e 16
2.2.3 The learning organization and sociodemographic characteristics.................... 18

\Y



2.2.4 Strategies to apply learning organization approach...........ccccceeevvvevverveseennnn, 19

2.2.5 Challenges to adopt learning organization approach..........cccccccevvvevveiciiennnn, 21
2.2.6 Importance of learning organization..............cccevevvieieere s 22
2.2.7 Learning organization and eMPOWEIMENT .........cccevveeiieiesieese e, 24
2.2.8 Learning organization and iNNOVALION ............ccevueiiriieiiesie e 26
2.2.9 Learning organization and adaptability ............cccocrviiiniiieniee 28
2.2.10 Learning organization and organizational 1earning ...........cccoccevevverivniesennnnn, 29
2.2.11 Organizational SUNVIVAL..............cooiiiiiiiiie e 30
2.2.12 Learning organization and organizational survival .............ccccoociviiiiiiiinnnnn, 31
2.2.12.1 Organizational survival and adaptability............ccccooereninniniiiicee 32
2.2.12.2 Organizational survival and innovation and empowerment...................... 33
2 T 101017 11 T o USSP 34
2.2.12.4 AJAPLADIIILY ..o e 34
2.2.12.5 Employees eMPOWEIMENT .......ccveiieieiieseeie e 35
Chapter Three Methodology ... 36
3L STUAY TESTON. ...ttt bbbt 36
3.2 StUAY POPUIALION ... 36
3.3 STUAY SELLING ..ottt bbbt 37
34 STUAY PEIIOU ...ttt bbbt 37
3.5 Data collection and Study INSTIUMENT .........ociiiiiiiiirieeee e 37
3.6 PHOLSTUAY ...t et e e saa e re e 38
3.7 SCIENLIFIC FIQOT oo ste e re e 38
3.7.1 Validity Of INSETUMENL........ccoiiiiiiiieieee e 38
3.7.1.1  EXpertise VAlIAity .......ccccoeeiiiieii e 38
3.7.1.2 Internal Validity .........coeiiiiiie e 38
I = (-] [ 1= o1 1 OSSPSR 40
3.7.2.1 Cronbach alpha.........cccoiiiiiii 40

3.8 Data entry and @nalYSIS .......ccouiiiieiieiiie it 40
3.9 Ethical and administrative CONSIAErations ............ccceveririieiienieneene e 41
3.10 Limitations Of the StUAY .......ccueiiieiiececc e 41
Chapter FOUN RESUILS..........ooiecec s 42
4.1 Socio-demographic characteristics of the participants ..........ccccoceevieiiiiieesie e, 42
4.1.1 Distribution of the study participants according to their gender ...................... 42

Vi



4.1.2 Sample distribution according t0 age GroUPS.......c.eevvereererieereerreereeseesieseesens 43

4.1.3 Distribution of the study participants according to their qualification............. 44
4.1.4 Distribution of the study participants according to their job title..................... 45
4.2 Descriptive statistic of learning organization dimensions' domains........................ 47
4.3 Descriptive statistic of organizational survival domains..........cccccceevvieienieiinnnenn, 60
4.3.1 Descriptive statistic of employee empowerment domains ..........c.ccoceeervreennnnn 61
4.3.2 Descriptive statistic of innovation domains............ccceveereriniienenie e 69
4.3.3 Descriptive statistic of adaptability domains...........cccccevvvviiiiiiienieienccie s 73

4.4 Mean difference of the participants’ perception in learning organization dimensions
and organizational survival studied domains related to their socio-demographic data

4.5 The correlation DETWEEN AOMAINS .......veeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeees 96

4.6 Effect of learning organization dimensions' domains on organizational survival... 99

Chapter Five Conclusion and Recommendations............c.cccccccevvevvieivennnnee, 102
5.1 CONCIUSION ..ottt ne e bbbt 102
5.2 RECOMMENUALIONS. ....cvviiiiieiiiite it 103
5.2.1 For Patients Friends Benevolent SOCIEtY .........cccccveveiiivveiciiese e 103
5.2.2  For further reSearch STUIES .........cccveverierieiesieseeie e 103
RETEIEINCES ... 104

AANINEXES ...ttt ettt b et bbb bbb bbb bbbttt ettt bbbttt n e 117

vii



List of Tables

Table (3.1): Correlation between each domain and the total score of its domain. .............. 39
Table (3.2): Reliability of questionnaire (Cronbach's alpha coefficient) ...........c.ccccceevenen. 40
Table (4.1): General characteristic of the study partiCipants............cccoceveieieninisiisienenn, 46
Table (4.2): Distribution of the study participants according to their perceptions about
continuous learning itemMS dOMAIN ........coveiiiiiiiiiree e, 47
Table (4.3): Distribution of the study participants according to their perceptions about
inquiry and dialogue dOmMain ..........cccooiiieiiiie e 49
Table (4.4): Distribution of the study participants according to their perceptions about team
1€ArNING HOMAIN ... 51
Table (4.5): Distribution of the study participants according to their perceptions about
empower people toward a collective vision domain............cccccveveveeveccie s, 53
Table (4.6): Distribution of the study participants according to their perceptions about
create systems to capture and share learning domain ..........c.ccceeevveveccieieenenn, 55
Table (4.7): Distribution of the study participants according to their perceptions about
connecting the organization to its environment domain ..........cc.cccceveveeieieenenn, 57
Table (4.8): Distribution of the study participants according to their perceptions about
strategic leadership dOMain............cceiieiieiic i 59
Table (4.9): Distribution of the study participants according to their perceptions about
authority delegation dOMaiN...........ccciveiiiiie i 61
Table (4.10): Distribution of the study participants according to their perceptions about
participation in decision-making items domain ...........ccccooerenereneninieneeeens 63
Table (4.11): Distribution of the study participants according to their perceptions about
WOrK enVIronNMENt dOMEIN ......ccvveiiieieiiee e 65
Table (4.12): Distribution of the study participants according to their perceptions about
PUIIAING truSt AOMAIN ... e 67
Table (4.13): Distribution of the study participants according to their perceptions about
individual [evel dOmMain...........cooveiieiicee e 69
Table (4.14): Distribution of the study participants according to their perceptions about
organizational 1evel dOMaiN ..o, 71
Table (4.15): Distribution of the study participants according to their perceptions about
Creating change (Change capability) domain...........ccccoeevveveiieciesece e 73
Table (4.16): Distribution of the study participants according to their perceptions about
CUStOMEr FOCUS AOMAIN ....vvivieieiie e 75

Table (4.17): Distribution of the study participants according to their perceptions about
learning organization dimensions' domain and organizational survival domain 77
Table (4.18): Distribution of the study participants according to their perceptions about the
most important challenges that facing you during work in the organization...... 81
Table (4.19): The mean difference of the participants’ perception in studied domains
ACCOrdING 10 A0 GIOUPS ....vveevieiiiieitie et e it e ste e st e be et e te et e be e st e e beesseeanbeesrae s 83
Table (4.20): Mean difference of the participants’ perception in learning organization
dimensions and organizational survival studied domains related to their gender

viii



Table (4.21): Mean difference of the participants’ perception in learning organization
dimensions and organizational survival studied domains related to their marital

SEALUS ... 86
Table (4.24): Mean difference of the participants’ perception in learning organization
dimensions and organizational survival domains related to their income........... 87

Table (4.25): The mean difference of the participants’ perception in learning organization
dimensions and organizational survival domains related to their education level

Table (4.26): The mean difference of the participants’ perception in learning organization
dimensions and organizational survival domains related to their number of years
of service in the Organization............ccveveeieiieece s 90

Table (4.27): The mean difference of the participants’ perception in learning organization
dimensions and organizational survival domains related to their specialization 92

Table (4.28): Mean difference of the participants’ perception in learning organization
dimensions and organizational survival studied domains related to received

training courses in SPECIAliZatioN. ..........cccccieiieiiec e 94
Table (4.31): Correlation between the total score of learning organization dimensions &
Organizational SUNVIVAl ...........c.coooiiiiie e 96
Table (4.32): Correlation between the total score of learning organization dimensions &
Organizational SUNVIVAL ..o 98
Table 4.33: Multiple linear regressions to test the effect of learning organization
dimensions' domains on organizational survival .............ccccooiiiiininciee, 99
Table 4.34: Multiple linear regression model to test the effect of learning organization
dimensions' domains on organizational survival ..............ccccccoiiiiininiennn, 100



List of Figures

Figure (2.1): Self-developed Model...........cccooieiiiiiiii e 14
Figure (4.1): Distribution of the study participants according to their gender.................... 42
Figure (4.2): Distribution of the study participants according to their age (years)............. 43

Figure (4.3): Distribution of the study participants according to their education levels..... 44

Figure (4.4): Distribution of the study participants according to their specialists .............. 45



List of Annexes

Annex (1): Consent form for each partiCipant.............ccocvrvrerieiiieien e, 117
Annex (2): The questionNAIre IN AFabiC .........ooieiiiriieie e 118
Annex (3): The questionnaire in ENglish.........cccoooi i, 131
Annex (4): Helsinki Committee Approval Letter.........cccoovvvviieiiceiieseee e 144
Annex (5): Patients Friends Benevolent Society Approval...........cccccoooiiniiinininienennn, 145
ANNEX (7): LiSt OF @dJUAICALOIS. .....c.viiviiieieieciie et 147

Xi



Abbreviations
GS
GDP
HNGOs
LO
MOH
NGOs
PCBS
PHC
PNGOs
SPSS

UNRWA

UNICEF
UNFPA
WHO

WB

Gaza Strip
Gross Domestic Product
Health Non-Governmental Organization
Learning Organization
Ministry of Health
Non-Governmental Organizations
Palestinian Central Bureau of Statistics
Primary Health Care
Palestinian Non-Governmental Organization
Statistical Package for Social Sciences
The United Nations Relief and Works Agency for Refugees of
Palestine in the Near East
The United Nations Children's Fund
The United Nations Population Fund
World Health Organization

West Bank

Xii



Chapter One

Introduction
1.1 Background

Management is one of the most important human activities in any society throughout
history because of its significant role in the economic, political, and social affairs that
impact people’s life. Knowledge is a major contributor to the development and considers a
strategic asset in the twenty-first century. Organizations that maximize the value of
knowledge demonstrate the best investments towards achieving the organizational goals
(Neshat, Mirhosseini, & Zahedi, 2017). The concept of the learning organization has
gained importance over the past years as an important factor in an organization's survival
and source of competitiveness (Farrukh & Waheed, 2015). A learning organization (LO) is
an organization that supports the learning of its members and continually changes itself
(Nodeh et al., 2019). In recent years, only the organizations that can adapt to rapid changes
have a chance of survival. Because these changes are driving the organizations to follow
the best practices to achieve competitive advantage (Shahayi, 2007). The way to achieve
sustainable competitive advantage is continuous learning and the ability for transformation.
Facilitating learning can help organizations to survive and prosper in this fast-
environmental change (Neshat, Mirhosseini, & Zahedi, 2017).

Therefore, Shipton (2006) says about learning organization "it is the organization that its
task is primarily focused on the constant updating of knowledge and skills of the
employees”. To this end, adopting the learning organization approach became imperative
to renew the organizations. Garvin (2003), defines the learning organization as "an
organization that has the ability and skills of creating, acquiring, explaining, transferring,
and maintaining knowledge. Plus, purposefully altering its behavior to reflect new
knowledge and insights”. The learning organization seeks to acquire the capabilities to
overcome complexity and ambiguity. Also, the learning organization always seeks to
provide workers with liberty for increasing their knowledge. According to Garvin (2008),
the employees will be able to help their organization to deal with ambiguity and
incorporate systematic comprehensive thinking. Besides, learning organizations can adapt
to unpredictable environmental factors faster than their competitors. For this reason, the

Palestinian organizations that operate in one of the most volatile contexts in the world are



in critical need of developing knowledge-increasing strategies. In order to cope with and
adapt to the tremendous and accelerating changes in various fields, hence enhancing
competitiveness with other organizations. The organizations in the Gaza Strip are still
facing different challenges due to the unstable socio-economic conditions triggered by over
14 years of blockade, lack of resources, and intentional funding-streams drying policies.
These challenges constitute an existential-threat to the organizations. So, should be faced
primarily, by transforming into a learning organization to exchange knowledge,
experiences, and develop the skills of employees toward survival. Sartori and Rolandi
(2013) showed that the survival, growth, and competitiveness of organizations is a
turbulent job. Where the success depends on their ability to manage change in both the
internal and external environment. According to Sampe (2012), the lack of a learning
organization can make the organization vulnerable to ongoing threats. Thus, according to
Senge et al. (2014), a learning organization is the most equipped to adapt to unpredictable

environmental factors faster than its competitors.

1.2 Research Problem

The uncertainty and constant change state in the world today have made it difficult for
organizations to respond to unpredicted events. Organizational survival has been argued to
be a primary goal that every organization should have. Survival of an organization under
surrounding disturbances becomes not only the responsibility of owners or leaders, but also
the employees of any organization (Olughor & Oke, 2014). These challenges are forcing
the organizations to adopt the best strategies for development, which is represented
through continuing education (Savolainen, & Raikkonen, 2007). The learning
organizations are the most capable to adapt to unpredictable environmental factors (Senge
et al, 2014). Lack of knowledge and information can make the organization vulnerable to

environmental threats.

Despite the importance of the learning organization topic and the increasing interest of
researchers in Western countries, this interest is still weak in management studies in the
Arab world, it is far from the perception of Arab managers as well (Kassasbeh, 2009). The
organizations in the Arab world miss the collective learning and should start with the basic
steps towards reaching the learning organization (Kassim & Abdullah, 2008). The study of
Al-Telbani & Salem (2011), showed that the learning organization dimensions in Al Shifa

Medical Complexes, the largest hospitals in the Gaza Strip, are not available. The study



also showed that the application of the learning organization approach on the local level is
weak. Also, the study of Abu Athra (2007), revealed that the level of availability of
characteristics of the learning organization dimensions in the UNRWA center for the
development of education in the Gaza Strip is weak at all levels. Additionally, there are
few studies conducted on the non-governmental organizations, especially none of them
studied the relationship between the learning organization and organizational survival. In
the Gaza strip, the prolonged blockade and lack of resources led to the deterioration of the
economic conditions and crippling the efficiency of the non-governmental organizations.
Also, placing additional threats to the sustainability of its operations. Besides, the
management deficiencies in some organizations such as the adoption of forced
management style and severe centralization are believed to lead to the absence of the
employee's creativity and development. Therefore, learning is the most important way to
improve the organization's performance in the long-term. Previous literature showed that
some factors are affecting organizational survival such as innovation (Cho, & Pucik,
2005). Few of them have studied the relationship between the learning organization and
other factors than innovation, which may represent organizational survival. As
aforementioned, this study attempts to assess the relationship between the learning
organization and organizational survival to help NGOs in the Gaza Strip for long-range

survival.

1.3 Justification of the study

The learning organization is more prepared for unexpected future situations that can
surround the organizations. According to Akhavan and Jafari (2006), the learning
organization learns and adapts as part of the necessary everyday business practices, and the
learning organization is more prepared for the unexpected. This means that the
organizations should modify the management style to ensure their survival and growth.
Abo Afash (2014), conducted a study on the role of the learning organization in
encouraging creativity among workers in Palestinian Ministries in the Gaza Strip. The
results showed that the availability of the learning organization elements in the Palestinian
ministries is weak and needs greater attention from the management in how to implement
those elements in a sound scientific manner. This promotes the need for studying the
relationship between the learning organization and organizational survival as it could help

the healthcare system, NGOs, and health providers in the Gaza Strip. As known, the health



NGOs work under the umbrella of MOH, thus HNGOs represent a partner in providing
healthcare services. To this end, the survival of the non-governmental organizations will
provide support to the healthcare system as a whole by decreasing the work burden on
government hospitals in wars and crises. Additionally, the study of learning organization
dimensions will recommend the health system to enhance preparedness for uncertain

situations.

The findings of this study will offer insights for policymakers in the health system in the
Gaza Strip to develop a suitable policy to encourage providing the learning organization
approach in the healthcare system. Consequently, it leads to increased knowledge and
competencies among healthcare providers. Moreover, the study of the learning
organization will help healthcare providers to develop their capabilities continuously.
Similarly, it could be able to improve the non-governmental organizations to change for
the better and become more prepared for the unexpected. This study might also help
decision-makers in NGOs in thinking to build the learning organization and establish the
foundational elements for the organizational learning in NGOs, because of its important
role in employee development. For the researchers and society, this study will be a starting
point towards future studies related to the learning organization and organizational survival
and will contribute to the development of the community through the improvement of its
organizations. For Al-Quds University and the College of Public Health, this study will be
the first study to target the learning organization and its relationship to organizational
survival. Also, the study will be an addition and contribute to enriching the university
library. Additionally, few studies have been conducted in the Gaza Strip about the learning
organization but no study of them conducted on the learning organization and its

relationship with health organizations' survival, especially NGOs.
1.4 General objective

The general objective of the study is to assess the relationship between the learning
organization and organizational survival at Patient's Friends' Benevolent Society in the

Gaza Strip.
1.5 Specific objectives

1. To evaluate the learning organization and organizational survival at Patient's Friends

Benevolent Society.



1.6

1.7

To recognize the relationship between the learning organization and organizational
survival at Patient's Friends Benevolent Society.

To identify the relationship between socio-demographic characteristics and the

learning organization.

To determine challenges faced by managers and employees in adopting the learning

organization approach at Patient's Friends Benevolent Society.

To provide recommendations for decision-makers in Patient's Friends Benevolent
Society that might help to promote the learning organization and increase the chance

for survival.

Research questions

What is the level of the learning organization at the Patient's Friends Benevolent
Society?

What is the level of survival at the Patient's Friends Benevolent Society?

Is there a relationship between the learning organization and organizational survival at
the Patient's Friends Benevolent Society?

Is there a relationship between socio-demographic characteristics (age, gender, years
of experience, specialization), and learning organization?

Is there a relationship between socio-demographic characteristics (age, gender, years
of experience, specialization), and organizational survival?

What are the challenges faced by managers and employees in adopting the learning
organization approach at Patient's Friends Benevolent Society?

What are recommendations for decision-makers in patient's friends' benevolent society
that might help to promote the learning organization and increase the chance for

survival?

Context of the study

1.7.1 Geographical and demographical context

The entire area of historical Palestine is about 27,000 Km2, Palestine stretching from Ras

Al-Nakoura in the north to Rafah in the south. Palestine is bordered by Lebanon in the

north, the Gulf of Agaba in the south, Syria, and Jordan in the east, and by Egypt and the

Mediterranean Sea in the west. Palestine was placed under the British mandate in 1919



which had been terminated by Israel establishment in 1948 in implementing the Balfour
Declaration of 1917 had promised a homeland for Jews. The result of the implementation
of that promise was the uprooting of most of the Palestinians from their cities, towns, and
Villages and the migration to the West Bank, Gaza Strip, Jordan, Lebanon, Syria, and
many other countries. Gaza Strip is a narrow land, located on the southwest of Palestine on
the coast of the Mediterranean Sea. GS is a highly crowded area, with an estimated density
of about 4,000 people per square kilometer. The population is concentrated in 7 towns, 10
villages, and 8camps (PCBS, 2017). The density is increased in refugee camps (UNRWA,
2013). Gaza Strip is divided into five governorates, North of Gaza, Gaza city, Mid-Zone,
Khan-Younis, and Rafah. The population under 15 years old in GS represents 49% and
those of 65 years and more represent 2.5%. The population of the Gaza Strip reaches
1,899,291 million, or 39.7% of the population of Palestine, with the Gaza Strip registering
the third-highest population density in the world. The unemployment rate in the Gaza Strip
reaches 47%, and the center also indicated that 5% of the population of the Gaza Strip
suffers from at least one disability. The Gaza Strip is under a severe blockade imposed by
Israel in the summer of 2007 and includes preventing and legalizing the entry of fuel,
building materials, health resources, and many basic commodities. The prolonged
suffocating siege failed all factories and an increase in the unemployment rate to over 47%,

in addition to the severe shortage of all medicines and medical supplies (PCBS, 2017).

1.7.2 Health status in the Gaza strip

The Palestinian Health Care System consists of four main providers. The major provider is
the Ministry of Health (MOH) which operates 25 hospitals and 453 primary healthcare
(PHC) facilities, 59 in the Gaza Strip, and 394 in the West Bank. Followed by the United
Nations Relief and Work Agency (UNRWA) which operates 51 PHC facilities. In addition
to Non-Governmental Organizations (NGOs), and the private sector (MOH, 2015). The
comprehensive blockade which the Israeli military occupation authorities continue to
impose on the Gaza Strip has catastrophic consequences for the health conditions of its
civilian population. The healthcare organizations including hospitals and primary health
care centers are still severely short of supplies of necessary medicines, treatments, and
medical supplies needed to treat and care for the civilian population, especially the chronic
disease patients. According to the Palestinian Ministry of Health (2017), the burden of
non-communicable diseases in Palestine is high. The leading causes of death are

cardiovascular diseases, cancer, cerebrovascular diseases, conditions in the perinatal



period, and diabetes. Related risk-factors such as smoking, unhealthy diet, and sedentary
lifestyle are widespread. Life expectancy in Palestine has increased in Gaza to 75.4 for
females and 72.3 for males. According to Palestinian Central Bureau of Statistics (2019),
persons with disabilities in Palestine constitute 2.1% of the total population; 48% in the
West Bank and 52% in Gaza Strip. Where the mobility disability accounted for the highest
proportion of disabilities 51% of the total persons with disabilities.

1.7.3 Health sector in the Gaza strip

The health sector is considered one of the most important sectors in the Palestinian regions.
The latest estimation indicates that the total expenditure on health services (included direct
household expenditure) in the Palestinian regions amounts to 13% of the total gross
domestic product (GDP). This percentage is high when compared to the expenditures on
health in some neighboring countries. For example, health expenditure is 8.7% in Israel
and 3.5% in Egypt (WHO, 2018). The Palestinian Ministry of Health is the main provider
in the Gaza Strip, and the Ministry of Health is involved in providing these services both
the military medical services of the Ministry of Interior and a network of non-
governmental NGOs. The Palestinian health system operates under exceptional
circumstances represented in the continued Israeli blockade of Gaza. Gaza since 2006,
which represents a clear violation of human rights in general and reflects clearly on all
sectors, especially the health sector, represented by a lack of drug supplies, medical
supplies, and medical devices. The number of hospitals operating in the Gaza Strip is 30,
13 hospitals of the Ministry of Health, 14 hospitals It is affiliated with NGOs and 3
hospitals are affiliated with the Ministry of Interior (MOH, 2014).

1.7.4 Non-governmental organization in Palestine

Palestinian non-governmental organizations (PNGOs) have played a critical role in
affecting most aspects of Palestinians’ lives. Health NGOs (HNGOs) in particular perform
an instrumental role in providing much-needed health services. In recent years, Palestinian
(NGOs) have made a clear effort to implement many relief or development programs and
have been able to respond to the demands and priorities of the Palestinian society despite
the great difficulties that have arisen because of Israeli actions towards Palestinian citizens
(Devoir and Tartir, 2009). The Law on Charitable Associations and NGOs issued by the
Palestinian National Authority in 2000 is defined as "an independent legal entity

established by agreement between at least seven persons to achieve legitimate objectives of



public interest without targeting profit-making to share among members or to achieve the
personal benefit". It is clear from this definition that non-governmental organizations mean
civil origin, non-governmental organization, association, or charity. Activities of NGOs are
charitable, Health activities, activities aimed at participating in development. In addition to
activities aimed at preparing the population and qualifying them to play a positive role in
decision-making processes at the local and national levels (Mohsen, 2011).

1.7.5 Health NGOs

The HNGOs start their role in providing health services to the Palestinian people around
1967 when the Israeli Civil Administration was responsible for the provision of health
services (Bisan Centre & World Bank, 2006). The HNGOs in Gaza Strip is a main partner
to the MOH in providing health care services to Palestinian patients, relieving their
suffering, and improving the health services provided. HNGOs have faced a variety of
challenges as political pressure from Israel, and donor countries and organizations;
financial, due to heavy reliance on fluctuating outside aid; and organizational, making
organizational objectives difficult to establish and sustain (Abuiyada, & Abdulkarim,
2016). The estimated number of HNGOs that licensed in the MOH in 2014 is 41including
international and local except the UN-Agencies which work in the health field as WHO,
UNICEF, and UNFPA and regardless of the number of NGOs working in other
humanitarian field and implementing some health projects (MOH, 2015). Health NGOs
and the private sector are managing 21.6% of the total hospital beds in the Gaza Strip
(MOH, 2014). There is an increased responsibility for NGOs in general and health NGOs
in specific in the Gaza Strip especially after the beginning of the siege in 2006 and the
boycott and siege by most international governments and some donors. So, the NGOs
became almost the only recipient of most international donations (Nassar, 2010). 20% of
donor funding in the health sector in Palestine is accounted to HNGOs (Bisan Centre &
World Bank, 2006).

1.7.6 Patient’s Friends Benevolent Society (PFBS)

Patient’s Friends Benevolent Society (PFBS) was established in 1980 because of the bad
and deteriorated health and health care system in Gaza Strip at that time, it was established
as a contribution to fill the gap in health care, prominent people interested in health care
gathered and decided to move. PFBS provides medical care including surgical operations
and obstetric services including normal delivery and cesarean section (CS). Healthcare is



delivered to all people especially the poor and needy cases. Healthcare is also delivered to
patients insured by insurance companies according to agreements between the PFBS and
them. PFBS works under the umbrella of MOH and involves cooperation and coordination
with the ministry, also it has relations with other societies and centers working in the health
field and has similar objectives, some of which are: Serving patients with quality services
at a reasonable price and for poor and needy free of charge when poor patient's funds are
available, in-service training for the staff and making/sharing in workshops concerning
this, health education for patients, raising patients' morale by all possible means. Society
provides medical services to the patients for minimal fees, medicines are given to poor
patients at a cost price.

PFBS employs 150 employees distributed in its clinics, different health departments,
administrative and secretarial divisions, finance division, human resources, maintenance,
stores, and cleaning divisions. There are many aims for the society, the most important
aims are improving health services, increasing the number of health centers were needed in
the GS especially for remote areas deprived of health services, provision of health services
for marginalized groups and needy patients, in addition to cooperation with medical
organizations and all benevolent societies with the same objectives (PFBS, 2017).

(Ghada Albeshawy), executive manager in the PFBS, said in recent years, after 2007, all
funding from international organizations has stopped so PFBS had to rely on self-earning.
Through time, the severity of the blockade imposed on the sector increased, which led to
the deterioration of economic conditions, decrease an organization's income day after day.
With the increase of competing institutions, it became necessary for the institution to

search for tools and methods to develop work.

1.8 Operational definitions
1.8.1 Learning organization

The researcher defines the learning organization operationally as the organization that
learns and changes itself continuously, by adopting learning and change strategies that are
compatible with the external environment to achieve continuous development and stay in
the competition. In this study, we will be based on dimensions Marsick and Watkins

(2003), in studying the learning organization.



1.8.2 Organizational survival

The researcher will define organizational survival as the ability of the organization to
continue in existence, the ability to change itself, and adaptation to the external
environment through innovating new practices and employee empowerment.
Organizational survival can be measured through employee empowerment, the ability to be
innovative, and adaptability (Erengwa et al., 2017), and (Olughor & Oke., 2014).

1.8.3 Scale definitions

The judgment of a (low, medium, or high) degree will be presented by Scale as follow:

Mean Weighted mean Scale
1.00-1.80 20% - 36% Strongly disagree (Very low)
>1.80 - 2.60 >36.0% - 52.0% Disagree (Low)
>2.60 — 3.40 >52.0% - 68.0% Moderate
>3.40 - 4.20 >68.0 — 84.0% High
>4.20 -5.00 >84% - 100% Very high
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Chapter Two

Literature Review

Learning organization previously has been the point of focus for many scholars. The
learning organization in the fact can enable organizations to stand up to environmental
challenges and stay competitive in today's globalization world (Gunn & Sanni, 2016). The
existing literature review describes a learning organization as an organization where its
members constantly do efforts to enhance their capacity. To generate desired outcomes and
new patterns of thinking (Senge, 2004). Accordingly, the ability of today's organizations to
identify factors affecting their survival and respond to them as fast as they can require
more attention to ensure their survival. Furthermore, organizations that need to prolong
their survival of any growth, development, and maturity must continually monitor the
status of related components to survive (Talibi-Mazra shahi et al., 2014). Olughor & Oke
(2014), revealed that innovation, employee empowerment, and leadership support are
related to employee mental ability positively. Also, the study showed that the participation
of employees in organizational activities leads to improve performance and survivability.
Also, Sanni (2016), showed there is a positive relationship between the learning
organization and survival. Also, the learning organizations increase the ability of an

organization to be innovative and so increase the opportunities for survival.

This chapter aims to review previous literature related to the subject of study directly or
indirectly, whereby have been divided into three subunits: Literature review about learning
organization, literature review about organizational survival, and literature review about

learning organization and organizational survival.

2.1 Conceptual framework

The conceptual framework that has been adopted to underpin the study has been developed
from the literature review. The conceptual framework outlines the challenges that will face
PFBS to adopt the learning organization approach. The framework displays dimensions of
the learning organization and strategies to implement it. In addition to displaying the
domains that measure organizational survival and strategies to increase the chance of PFBS
survival. The conceptual framework also mentions the relationship between
sociodemographic characteristics and the learning organization and organizational

survival.
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Regarding the conceptual framework, the learning organization dimensions according to
Marsic and Watkins as shown in figure 2.1 are detailed below;

Creating continuous learning opportunities which mean that learning becomes an
everyday part of the job and is built into routine tasks. Learning is designed into work so
that people can learn on the job. In sum, the whole work environment is directed and
supports to learning of new skills (Mbassana, 2014). Also, the opportunities are provided

in the job for continuing education and growth (Marsick &Watkins, 2003).

Promoting inquiry and dialogue which mean that involvement of the staff in groups to
communicate, discuss, or share ideas with a guide of a mediator will help to generate
solutions for the good of an organization. In addition, people gain productive reasoning
skills to express their views and the capacity to listen and inquire into the views of others;
the culture is changed to support asking, feedback, and experimentation (Marsick &
Watkins, 2003).

Encouraging collaboration and team learning which mean that collaborative learning
environment makes opportunities available for organization members to contribute social
support to each other, as well as improving job related skills. Open communication is the
vital process that link team members together so that they can learn constantly and
produces new ideas to face the environmental difficulties and challenges (Nazari, 2012).

Creating a system to capture and share learning which mean that technology systems to
share learning are created and integrated with work, the access is provided, and systems are
maintained (Marsick & Watkins, 2003).

Empowering people toward a collective vision which mean that employees are involved
in setting, and implementing a joint vision, and responsibility is distributed close to
decision making so that people are motivated to learn toward what they are held
accountable to do (Thakur & Chaudhuri, 2015).

Connecting the organization to its environment which mean that organization must seek
to help its people to see the effect of their work on the entire organization, and people scan
the environment and use information to adjust work practices. So, the organization is
linked to its communities (Marsick & Watkins, 2003).
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providing strategic leadership for learning which mean that leaders defend and support
learning, and leadership applies learning strategically for improving business outcomes
(Marsick & Watkins, 2003).

Also, the conceptual framework defines the components regarding organizational survival

as shown in figure 2.1 are detailed below;

Adaptability which defines as an aspect of resilience, learning, adopt new behaviors and

solutions, and responding to broad classes of challenges and changes.

Innovation which defines as the implementation of a new improved product, a process, a
new marketing technique, or a new method in business practices or workplaces (Talibi-
Mazra eshahi et al., 2014).

Employee empowerment which describes as giving employees a certain degree of
autonomy and responsibility of decision-making regarding their specific organizational
tasks (Ghosh, 2013).
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Conceptual Framework Diagram
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Figure (2.1): Self-developed model (2020)

The learning organization domains adapted from Marsick and Watkins (2003). Marsick
and Watkins's model contains the seven dimensions mentioned in the conceptual
framework. While, the organizational survival domains adapted from Erengwa et al.
(2017), who measure organizational survival in two measures, adaptability and innovation.
Also, Olughor & Oke (2014), who showed that employee empowerment and innovation

might use to measure organizational survival.
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2.2 Literature Review
2.2.1 Learning organization

The learning organization concept has attracted many scholar's attention since its
apparition in the late 1980s. The term “the learning organization” has been used to indicate
to organizations in which empower top managers to learn continuously and to provide
direction to appropriate readiness for different environmental requirements. Additionally,
the learning organization is an organization that makes harmony to the different changes
occurring in the environment, and which create from active seize of opportunities (Chia,
2019). Marsick and Watkins (2003), defined the learning organization as an organization
that learns and transforms itself continuously. Through adopting a strategy for continuous
learning is compatible with the activities carried out by the organization to achieve
continuous development and survival. In addition, there are seven dimensions essential for
the learning organization, these seven elements combined into a single approach that help
organizations to create the learning organization model, which leads organizations directly

toward becoming the “ideal” learning organizations.

The learning organization (LO) is an organization that assists the learning of its individuals
and constantly changes itself. LO is an organization that learns through its members
individually and collectively to create competitive advantages by effectively handling
internal and external organizational changes. LO enables organizations to survive and
achieves competitive advantages (Farrukh & Waheed, 2015). According to Hale (2014),
what distinguishes the transformation to the learning organization is that the learning
organization focused on collective learning rather than individual learning. This happens
through collective activities taken by top management in its organization to develop their
employees. In the time being, we are a significant need for an existing learning
organization approach in our organizations. But unfortunately, this is a little far to apply.
According to the study of Al-Telbani & Al-Salem (2011), about availability dimensions of
the learning organization in Al-Shifa Hospital in the Gaza Strip from the viewpoint of its
worker. The results found that a dimension (continuous learning opportunities) available at
a low degree. While the other dimensions (encouraging dialogue and inquiry, cooperation
and team learning, group vision, share learning, and connect the organization to the

external environment) does not available.
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According to the study of Al-Banna (2012), about the degree of school administration
practicing of the learning organization strategies, in the Gaza Strip's secondary schools,
and ways to activate them. The results revealed that the overall average for the application
of the learning organization's strategies was at a medium degree. According to the study of
Abu Athra (2007), about the characteristics of the learning organization and its impact on
the UNRWA center for the development of education in the Gaza Strip. The results
showed that the level of availability of the learning organization characteristics is weak at

all levels (individual level, team level, and central level).

2.2.1.1 Models of the learning organization

There are different models and characteristics for the learning organization which measure
the organization that either it is a learning organization or not. A learning organization is
an organization that facilitates learning activity for all members. Many researchers have
endeavored to identify the specifics components and variables which are associated with
LO. Also, they worked to develop different models and several studies which attempted to
identify the specific components or dimension of the learning organization (Farrukh &
Waheed, 2015).

According to the model of Pedlar et al. (1990), the learning organization has eleven
components of the learning organizations. The elements are information, participation,
internal exchange, normative accounting & control, workers as environmental scanners, a
learning method to strategy, enabling structure, reward flexibility, Inter-company learning,
self-development, and learning atmosphere. According to the model of Phillips (2003), the
learning organization has different features. Such as strategic thinking and vision,
innovation and decision making, communication, and leadership. In addition, the learning,
development, change management, intellectual capital and knowledge management,
measurement and assessment, and rewards and recognition. According to the mode of
Slater & Narver (1995), the learning organization is divided into two components are the
climate and the culture, both explain features of the organization which comprise the
learning organization. Culture represents the beliefs and values which describe norms for

behavior in the organization.

Climate explains how an organization may manage its culture. The model explained there
are five elements for the learning organization, two elements among them are linked to the

culture which is entrepreneurship and market orientation, and the three remaining elements
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are linked to climate. According to the model of Kerka (1995), the concept of the learning
organization appears to indicate that learning is significant, constant, and most effective
when it is shared. The learning organization has different features that represent continuous
learning such as use learning to reach goals, the connection between individual and
organization performance, enhance inquiry, and dialogue. In addition, adopt creativity as a
source of energy and motivation. Also, the learning organization must be continuously

aware of the environment.

According to the model of Senge (1990), the learning organization has five main
principles, this model considers as the founder of the learning organizations models.
Singe's model gives five principles of the learning organization such as mental models,
personal mastery, system thinking, shared vision, and team learning. Singe described the
mental principle that when persons ignore their old ways of thinking, (personal mastery)
described as learning to be open with others. In addition to the (system thinking) which
makes persons understand how their company works. Furthermore, (shared vision)
considers a form all can agree on, and (team learning) is represented in working together to
achieve the vision. According to the model of Marquardt (1996), there are different
characteristics of the learning organizations such as the transformation continuously for
better knowledge management, empowering people, adopting the best technology. Also,
expanding learning to adapt to the changing environment. According to the model of
Marsick and Watkins (2003), the learning organization defines as an organization that
learns and transforms itself continuously. Because most learning models didn't regard all
elements like an individual and team learning, learning process, the impact of the
organization, and their relationship with the environment at the same time. This considers

the complete and comprehensive model of learning.

The model combines individual and team learning, and clarify the relationship of these
components with each other and with the environment. The model showed there is no
organizational learning without individual learning, and learning from the changing
environment. Marsick and Watkins's model can unite organizational structures and people
to contribute continuous learning and encourage organizational changes (Ghaffari & Shah,
2011).
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2.2.1.2 The learning organization and sociodemographic characteristics

The previous study assures that the learning organization is affected by socio-demographic
characteristics. According to a study conducted in the Gaza Strip about the extent of
availability dimensions of the learning organization in AL- Azhar University- Gaza. The
results showed that there are statistical differences attributed to years of experiences, in
favor of more than 10 years. The study revealed also that there are statistically significant
differences attributed to gender in all dimensions in favor of females. Regarding the
availability of dimensions, the study revealed that all dimensions available at a medium
degree (Murtajah, 2016). According to the study of Sulfan & Mohamed, (2012) about the
role of learning organization in job commitment. The results showed that there are
statistical differences in the strategic leadership dimension attributed to age. In favor of 20
to less than 30 years, and 50 to less than 60 years. Also, the study of Al-Rifai, Al-Shayyab,
& Al-Rawabdeh (2013), indicated that there are challenges that limit the application of the
learning organization in the Jordanian public sector attributed to age group in favor of 30
years or less, years of experience in favor of 6-10 years, and the level of the job in favor of
the manager. According to a study conducted in Iran about the correlation of demographic
characteristics with the learning organization. The results showed that there are statistically
differences significant attributed to marital status and overall work experience, and no
statistically differences significant are attributed to age, sex, work experience (Bikmoradi,
Faradmal, & Torabi, 2015). Akram et al. (2013) conducted a study comparing the learning
culture of high and low-performing high schools in Pakistan. The results found that there is
a statistically significant difference in most of the learning organization dimensions
attributed to gender. According to the study of Jeong (2007) about the effect of nurses’ use
of the principles of the learning organization on organizational effectiveness. The results
revealed that there is a relationship between the adoption of the learning organization
dimensions and the organizational commitment of nurse managers. The study concluded
that the managers of nurses can employ the principles of learning organizations to promote
organizational effectiveness. According to the study of Sweden (2014), the degree of
practice the learning organization dimensions from faculty members at Al Istiglal
University was high. In addition, there are statistically significant differences in the first
domain (personal empowerment) attributed to years of experience in favor of fewer than
three years. The researcher recommended that individual meetings should be encouraged,
and rewarded the faculty members. In addition to holding seminars, meetings, and
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conferences that will provide a climate of collaboration and exchange of experiences

between members.

According to the study of Tseng (2010) about the effects of the learning organization
practices on organizational commitment and effectiveness for small and medium-sized
enterprises in Taiwan. The findings showed that there are statistically significant
differences in learning organization practices attributed to educational level, in favor of

doctorate, master, two-year college, senior high school, and junior high school degrees.

According to a study by Nazari et al. (2012) about assessing learning organization
dimensions and demographic factors in technical and vocational colleges in Iran. The
results showed there are statistically significant differences in perception of the learning
organization dimensions attributed to educational level among those who have a doctorate,

master, and bachelor degree.
2.2.1.3 Strategies to apply learning organization approach

Bersin (2014), explains that we should know that learning is "informal™ and HR doesn't
own it, which means the way to success that is not to give a lot of formal training, but
rather to provide an environment which supports rapid on-the-job learning. To this end, we
need to promote and reward the learners, unleash the power of experts and let them share
their information, and make them accessible to others. Furthermore, we need to
demonstrate the value of training through managers such as providing opportunities to
learn and help people make time to learn. Also, reminding them continuously that the best
organizational and individual learning happens after making a huge mistake. According to
Intisar Abu Shaaban (2016), there are some strategies to create learning organizations. For
instance, building development and teaching centers that provide continuing education and
development courses. In addition to developing group and individual work in
organizations, and using effective teaching methods. Consequently, we will achieve better
results in the educational process and so become a learning organization. According to
Ihsaan et al. (2013), there are three main building blocks that contained 11 variables related
to the learning organization. The building blocks include actual learning practices, a
supportive learning environment, and leadership that promotes learning. The results
concluded that these building blocks are the major components of organizational learning.
However, organizations can improve their capacities by assessing the learning level and

identifying the weakness in all aspects.
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Furthermore, according to Milway & Saxton (2011), there are four elements of learning
organization should the organizations following them. The leaders must support learning
organization culture by building a vision and goals for learning, also leaders need to show

as role models through participating in the learning processes.

The leaders should give attention to promote a culture of continuous development and
improvement by granting incentives for learning activities. Also, the organization needs to
identify the persons who have responsibility for capturing, applying, and sharing the
knowledge. In addition, the organization should create simple knowledge processes that
are in line with how people work. These activities define how the staff acquires and apply
knowledge. These activities also include the technology systems for exchange knowledge,
but these activities and processes must keep the focus point on people-to-people
interactions. According to a study by Camelia (2016) about continuing learning and
learning organizations in contemporary society. The study pointed out that the learning
organization can't exist without the improvement of competencies to meet all technological
changes and challenges of society. The organizations can't develop without promoting
continuous learning and training programs, because continuing learning is an unavoidable
choice in the world of knowledge today. Besides, learning organizations know how to
manage their intellectual capital by generalizing the process of education and continuing
training, and assimilating new knowledge and transform it into a competitive advantage.
The organization's managers must be responsible for the process of continuous education
and training of human resources to reach a knowledge-based organization. Therefore,
organizations must be ready to face the sudden challenges and react to contemporary
society. According to Mohammadpour (2018), vision, leadership, strategy, values,
structures, systems, and practices in the organization combine to facilitating learning,
improving people, and developing organizational level learning. The learning organization
is an organization that is constantly changing and increasing its capacity to adapts and
change in its culture. In learning organizations, learning processes are monitored,
developed, and managed. Furthermore, the learning organization empowers team members
to develop and express their ideas. The learning organization considers a major factor that
can facilitate the sharing of experiences among the members. This can be achieved through
facilitating learning in organizations, generating knowledge, and designing suitable
training systems that promote the people in the organization, foster communication, and
facilitate applying new and efficient technology in work (Alipour, 2011). According to
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Farrukh (2015), empowerment is important for learning organizations. Empowerment can
serve as an important feature of any organization to raise its capability to learn. Personal
mastery is one of the major needs you want to build a learning organization, and sharing
information is very important for the success of any organization. According to the study
by Gilaninia et al. (2013), the human resource management department should prepare a
learning environment for developing employees. By changing their perception patterns
through the exchange of knowledge concepts and teaching. In addition to change their

minds through self-study.

2.2.1.4 Challenges to adopt learning organization approach

Previous studies revealed there are some obstacles and challenges that hinder the
application of the learning organization approach. The study of Al-Rifai, Al-Shayyab, and
Al-Rawabdeh (2013) showed that the most prominent obstacles that prevent the
application of the learning organization are the weakness of knowledge among managers,
the lack of incentives to apply the learning organization by the managers in the public
sector. Besides, following traditional administrative patterns, resisting change, and the
absence of an organizational culture that encourages learning. The study also showed the
presence of obstacles such as poor participation in courses and training programs,
attending conferences, and workshops. It is worth noting that despite the great importance
of the learning organization as one of the prominent causes to adapt to the changes, and
facing challenges imposed by the surrounding environment. The adoption of this concept is
not easy in all organizations. The previous literature mentioned some obstacles that prevent
the adoption of the learning organization. According to VVoronov (2005), the challenges are
classified into three broad categories. The intermittent learning contains ambiguity, and
inability to affect others, psychological and social factors such as anxiety and over-reliance

on competencies. In addition to excessive centralization and coercive leadership.

Additionally, according to the study by Yadav & Agarwal (2016) about the benefits and
barriers of the learning organization and its five disciplines. The results showed there are
challenges facing organizations that hinder adopting the learning organization approach.
Such as inflexibility and resistance to change which are prevalent among individuals who
have been at their jobs for a long time. Also, the lack of direct leadership to motivate
people and give them the confidence they need. In addition to ignoring team success, lack

of valuing the individual learning, and tunnel vision without looking at the big picture.
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Furthermore, more than 90 percent of the nonprofit leaders reported deeply care about
learning and strive to capture and sharing learning within their organizations, and dedicates
important resources to this work. But the challenge from the leader's view is the absence of
defining clear cut goals for the learning organization. Additionally, the absence of the
incentives to invest the time taking to capture and sharing the knowledge. Also, the
absence of simple activities that disseminate knowledge (Milway & Saxton, 2011).
According to Senge (2007), to build a learning organization must cope with these
challenges: challenges of the beginning, challenges of sustaining. In addition to challenges

of rethinking in redesigning.
2.2.1.5 Importance of learning organization

The learning organization characterizes itself by that its managers think together to achieve
results. Besides, they develop ideas for changes and move this in the structures and
measures. The ideas of the learning organizations are arising to face the complexity of the
environment. There are advantages to implementing the learning organization like
problem-solving ability, a value increase of the human capital, and reduction of risks
within decision-making processes. Also, higher satisfaction of the employees (Unger,
2002). According to Khaira & Nasiriyah (2011), some factors explain the importance of
the learning organization. The rapid and increasing change in the environment obliges the
organization to review its functions and goals. Also, this change forces organizations to
search for new methods of learning to respond to changes. In addition, competencies and
human resources are considered a source of competitive advantage in organizations. Which
made the organizations seek to establish mechanisms to preserve the knowledge. Thus, the
learning organization will help to implement these factors. Because the world is changing
every day, each generation should adapt all the time. Therefore, continuous learning is

important for survival and success.

Today, organizations are more complicated than in the previous, so it becomes more
difficult to predict plans for future changes. To cope with the changing world, we have to
change our ideas and activities to correspond with the change in the world. Successful
people can adapt to change, all successful people are learners, thus successful
organizations also are learning organizations. Only learning organizations can make
improvements and never become stagnant. Successful organizations consider change and

development from the most important factors which determine their success. The learning
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organizations can control the external pressures rather than be a slave to it. The learning
organization is more attractive to competent employees, and make to reduce staff turnover
(Essays, 2018). Albayrak & Ozdemir (2018), conducted a study about the importance of
the learning organization in the construction industry. The results indicated that the
learning organization considered a perfect organization followed by many organizations
that seek to achieve successful responses to changing environments. The concept of
personal development and continuous learning should be fundamental in organizations at
every level. Because that learning organization provides an opportunity for learning from
previous mistakes. That helps work quality and reduces the cost and time required in
projects by reducing the probability of mistakes. So, the organizations should objectively
evaluate where they stand now in the learning activities and should fulfill the shortage
properly. These steps are important for organizational survival. According to Serrat (2017),
in a simple meaning learning is the key to success, but some could say learning is the
survival key of the organizations in the time being. So, it is necessary to energize and
support the knowledge, people, and all potential technology for learning. The learning
organization values the role that learning contributes to the development of the
organization. Thus, for organizations that strive to survive and thrive, better and faster
learning is paramount. The contemporary society that changing constantly is facing a
continuously growing demand for competencies and qualifications, and specializations in
all areas. In order to front these changes, organizations should become learning
organizations (Camelia, 2016). According to a study by Mohammadpour (2018) about the
effect of human capital on strategic programs in learning organizations. The results
demonstrated that the learning organization can be considered a constantly evolving
organization and struggle always to advance its knowledge, and improve its performance.
The learning organization concept is associated with the uncertainty and complexity in
today's organizations, so when complexity and environmental uncertainty increase, the

value of the learning organization increases.

According to a study by Farrukh (2015) about learning organization and competitive
advantage-an integrated approach. The study closed that the learning organization
approach is important to gain competitive advantages. Through various research, the
learning organization is an organization that learns through its members. By the self-
development and exchange of information, and empowering the employees. According to a
study by Sharifi et al. (2008) about exploring the relationship between the learning
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organization and utilization of information and communication technologies. The study
revealed that learning is very important and required for organizations that need to remain
and thrive under the surrounding challenges. Organizations need to prepare their members
through advancing a culture of continuous learning to deal with a continuously changing
environment. In addition to training them to adapt to the complex world today. So,
organizations need to adopting individual and group learning. In short, organizations must
strive to be a learning organization. The learning organization is a powerful organization
that its establishment is firstly based on learning which considers the best method to

improve performance and enhancing development in the long run.

2.2.1.6 Learning organization and empowerment

According to a study conducted in Saudi Arabia about learning organizations and their
relationship to empowerment of workers in the general directorate of civil defense. The
results showed a direct relationship between the adoption of the learning organization and
the empowerment of workers. According to the study of Al-Shamrani et al. (2014), there
Is a direct relationship between the adoption of the learning organization and the
empowerment of workers. Besides, there is an effect on the dimensions of the learning
organization on the dimensions of empowering workers to a very high degree. The study
concluded by adopting the concepts of the learning organization and empowering workers
and applying their dimensions in security organizations. In addition, founding a center for
organizational learning and providing support and assistance for governmental
organizations that seek to transform into a learning organization. According to the study of
Kasasbeh et al. (2009), there is a relationship between empowerment culture and building a
learning organization. The study recommended the need to increase attention to the
dimensions of empowerment by Talal Abu Ghazaleh Group of Companies to create the
appropriate environment for the learning organization. The importance should also be
placed on strengthening the administrative empowerment by delegating more powers to
workers. Especially, at the lower management level because of its direct impact on the
changes affecting organizations today. Empowerment is considered an important

characteristic of learning organizations.

The learning organizations and empowerment are related to a significant relationship.
Likewise, scholars found that there is an evident and important relationship between

empowerment and organizational learning (Farrukh & Waheed, 2015). Empowerment is an
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essential feature for an organization to enhance its learning capacity (Jamali et al., 2006).
According to Yuesti & Sumantra (2017), empowerment should be existing in every level
of the organization. People who strive to learn are people who strive for empowerment.
Empowerment can be done by applying dimensions of the learning organization. So,
leaders need to lead their employees to learn. Asgari, Taleghani, & Fard (2013), showed
that there is a significant positive relationship between empowerment and the learning
organization. Besides, today's organizations are surrounded by continuous change and a
competitive environment. So, the employees who have enough skills, ability, and
knowledge will be able to fulfill their duties well. The tool that can help managers in such
conditions is empowerment, which is obtained through transformation for a learning

organization.

According to Farrukh & Waheed (2015), the concept of the learning organization is an
important source of competitive advantages. The learning organization is an organization
that learns individually and collectively through its members. By promoting and
developing systems for self-development, and sharing the information by employees.
According to Rezaie & Bagheri (2014), there is a relationship between the learning
organization and employee empowerment. One can say that the learning organization is
very important today for all organizations because it fosters employees’ empowerment, and
helps to create a proper competitive environment for the organization. As well as improve
performance through suitable organizational perspective, culture, structure, and strategy.
Asgari, Taleghani, & Fard (2013) indicated that the employees will achieve their tasks well
when they have adequate knowledge, skills, and competencies. In this case, the instrument
that helps organizations managers is empowerment. A learning organization sights to be
significant in these situations. The concept of learning organization was introduced about
25 years ago and its main purpose was to empower the managers and employees to achieve
organizational adaptability and competitive advantage. The results showed that there is a
significant positive relationship between employees' empowerment and the learning
organization. Chen et al. (2017), indicated that the learning organization is the first step of
innovation. The learning organization creates a culture of change in the environment where
the members are motivated toward creativity continually. Learning only is not enough for
the learning organization, learning should combine with innovative learning to enable the

organization to make its future.
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2.2.1.7 Learning organization and innovation

According to a study by Kinda Deeb & Ali Bhalloul (2018) about the role of learning
organization elements in achieving organizational innovation, at Tishreen University,
Syria. The results explicated that the application of the learning organization dimensions in
university colleges is weak. Also, there is a weakness in the level of organizational
innovation. The study also found a relationship between the elements of the learning
organization and organizational innovation. In other meaning, there is an impact on the
elements of the learning organization in achieving organizational innovation at Tishreen
University. The study concluded by enhancing the current elements of the learning
organization which leads to the achievement of organizational innovation. According to
Hussein et al. (2014), there is an explicit effect of learning organization culture on the
performance of organizations and their innovative capabilities. which can lead to the long-

rang success of organizations.

According to the study of Samira et al. (2017), the learning organizations are the place
where individuals grow their capabilities to make the results they want. The learning
organization is an incubator of innovators and creators and their ideas. The learning
organization provides an environment that encourages innovation and creativity and this
becomes part of its culture that transmits it through generations. The study added that the
success of business organizations today depends on adopting the learning organization as a
means to activate technological innovation. Therefore, innovation and learning are two
concepts that cannot be separated from any successful organization. The study concluded
that the organization can develop its innovative behavior by creating an appropriate
environment that aims to support creative and innovative thinking. In addition to

encouraging workers to be open to new ideas, and rewarding creative behavior.

Khaira & Nasiriyah (2011), indicated the necessity of adopting the concept of the learning
organization from all organizations to enable them to create an encouraging environment
for learning. Also, exchange knowledge and experiences. Besides, the existence of overall
vision and great flexibility to adapt to the internal and external environmental conditions of
the organization. This helps to establish foundations of innovation and consider it one of
the main resources in the organization, and encourage it at all levels, which leads to
achieving strategic success. Developing a learning organization is helpful for companies to

succeed in innovation and financial performance. There is a positive significant
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relationship between learning organization and increase innovation and financial
performance. According to a study conducted about learning organization and innovation
performance in high-tech small firms. The study revealed that developing a learning
organization positively influences the performance of high-tech small firms (Therin, 2003).
When looking at the current business changing environment that continuously demands
new ideas, enhancing the employees to innovative behavior seems to be a top importance.
So, we need to know every method to promote innovation culture in our organizations.
According to a study about learning organization and innovative behavior. The results
indicated that individual innovative behavior is influenced by the learning organization
culture through work engagement. Thus, organizations need to reconsider the components
of the learning organization and make it serve employees' participation. Also, presenting
the necessary support systems that develop innovative capacity among the employees
(Park et al., 2014).

According to a study by Mishra & Bhaskar (2010) about empowerment: a necessary
attribute of a learning organization. The results explained that enhancing the culture of
learning which feature openness and transparency could help the organizations accomplish
their goals. This will raise employees' spirits and support them for future growth. Also, the
results discussed that the burden of effective adaptation is a function of leaders, this
explains how the leaders guide their employees in all work aspects. Regarding the leaders,
it is necessary to keep a high level of team spirit to encourage team learning to improve the
organizations. According to Chen et al. (2018), in the terrible changing environment
learning organization has become necessary for organizational survival. Fast and effective
organizational learning more than competitors is a destination for a learning organization
to adapt to economic change environments and create a competitive advantage. Innovation
will achieve these features after learning. Learning organizations could facilitate
innovation to be the source of continuous competitive advantage to succeed in
organizational performance. In the business environment, if you don't be innovative you
will die. Effective and successful organizations have to constantly endeavor to be
innovative, and strive to survive. Exceptionally, in the fast changes in economic
environments, managers need to promote the concept of the learning organization and
transform quickly into a learning organization to deal with these challenges. The study
concluded that the learning organization has positive significant effects on organizational

innovation, and organizational innovation has prominent positive effects on organizational
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performance. Also, there is a significant positive relationship between organizational

performance and the learning organization.

2.2.1.8 Learning organization and adaptability

Smith & Cao (2007) describe adaptation as an answer to these questions. How
organizations can react efficiently and faster to changes in their environment. How
organizations continue developing, adapting, and changing with their environment. Senge
et al. (2014) pointed out in the book of Dance of Change, "We understand that the only
competitive advantage the companies of the future will have is its managers’ ability to
learn faster than their competitors”. According to Makhloufi & Sharifi (2015), when
looking to quickly change today and the surrounding environmental challenges. It has
become a necessity for organizations that want success and survival in looking for another
type of resource that allows them to adapt to these changes. Thus, highly trained human
resources that capable of continuous learning and the ability to achieve sustainable
competitive advantage do not come by chance. Organizations must seek to develop these
resources, expands their capabilities, and increases their numbers. Perhaps the most
important management concept suitable to achieve these goals is the learning organization.
According to the study of Ferincz (2016) about adaptation and change in organizational
learning research. The results explained that knowing the role of learning in changing and
adaptation could motivate managers in recognizing the learning organization activities and
its results in the organizations. Also, it can support managers in promoting the
organization's ability to learn and change to face internal and external environmental
challenges. Consequently, organizations that are capable to learn, and self-adapt can be
successful because learning has a mediating role in the changing process. In the changing
world today, making your organization survive requires flexibility, adaptability, and the
skills needed to maintain learning. Thus, you need to get a learning organization quickly.
Greve (2017) revealed that the learning organization has a relationship with an adaptation
of the organization to its environment. This adaptive relationship includes the speed of
recognizing the best behaviors in a given environment and the ability to finding
environmental change and adapt to it. The major role of knowledge and learning in the
management of organizations has become an important research topic in all management
and economic environments. Also, continuous learning has become a requisite element for

organizational evolution and dealing with environmental changes and challenges. Thus,
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when the organization's environment becomes more disturbed, there is a need for the
concentration of the learning activities (Fard et al., 2009). According to Garcia- Morales et
al. (2006), There are many organizations not achieve learning and success because their
boards of management have no vision and are separated from their environment.

According to Yeung et al. (2006), organizations that adopted the learning organization
approach will find opportunities, take advantage effectively, and avoid threats. When
organizations can create knowledge and change themselves based on the taken
information, will be able to deal with the fast-changing environment. According to the
study of Okreglicka et al. (2017) about learning organizations and their adaptability to the
market environment. The study pointed out that learning is necessary for organizations to
effectively adapt to environmental complexity. Also, the study showed that learning
organizations can face changes by effectively dealing with external and internal
information. Furthermore, the learning organizations have the skill to acquire knowledge,

which considers an important source for competitive advantage.

2.2.1.9 Learning organization and organizational learning

There is a clear distinction between these two concepts because organizational learning
means activities of learning in the organization. While the learning organization is a form
of organization, which means that the learning organization is described as an organization
that is continually expanding its capacity to formulate its future (Bratianu, 2015). Also, all
organizations could be known that they have organizational learning, but only some could
be learning organizations. Because organizational learning in a competitive works
environment represents a need for companies to achieve a competitive advantage, while
companies don't need necessarily to be a learning organization. Organizational learning is a
process that occurs at the individual, group, and organizational levels. It is a purposeful
process designed by inspired leadership. Organizational learning is when an organization
has the ability to transforming learning into a tool for the creation of knowledge to build up
a competitive advantage through planned activities and behaviors. Consequently, the
organization becomes a learning organization (Bratianu, 2015). According to Gilaninia et
al. (2013), learning is to gain knowledge, share knowledge, use knowledge, and attain new
success. Leaders can improve and enhance the activities of organizational learning. At
organizational learning, leaders need to create an environment that all members thrive as

learners, teachers, and leaders to accomplish the organization's goals. In short, the concepts
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of organizational learning and learning organization are two different. Organizational
learning is one element of the learning organization. The learning organization helps to

promote organizational learning by building strategies and structures.

2.2.2 Organizational survival

Organizational survival is defined as the ability of any organization to stay and continue in
existence. This concept needs effort by the organizations to continue to meet the market
demands, stakeholders, investors, communities, and the governments. So, maintaining a
place in this competitive and challenging environment is not only the responsibility of the
leaders or owners of the organization but the employees also (Oke, & Olughor, 2014). Ejo-
Prusa & Adam (2018), argued that the survival concept is an unwritten law in
organizations. This imposes that organizations to consider survival as a prerequisite for its
establishment. Ogunro (2011), talked about the organization's survivability as a product of
its success in overcoming environmental challenges and its ability to seize opportunities.
Besides, survival is the most crucial at this period of business disturbance, so organizations
are striving for survival. The survivability of an organization depends on its ability to
continuity and adaptability with its internal and external environmental challenges. Lack of
adaptation to changing environment makes the organizations out of the competition
(Talibi-Mazra’eshahi et al., 2014). Unplanned dealing with unexpected situations will

affect the organization's vitality and survival and lead to its expected end (Fleming, 2012).

According to Akhigbe & Shedrack (2017), organizational survival is the permanent
presence of organization activities in changing environments. The environment contains
uncertainty that threatens the organization's existence. The concept of survival becomes to
be important. Organizational survival has been one of the most interesting topics for
organizations over the past years. Organizations work to survive in the environmental
factors that tend to affect organizations' performance. Organizations endeavor to maintain
the current state of work, but the greater part of efforts is directed toward survival

(Erengwa, Nwuche, & Anyanwu, 2017).

According to Adewale et al. (2011), growth and survival from the main and primary goals
of any organization. Therefore, it is imperative to use some human development concepts
to realize organizational goals because human resources have a vital role. Even though
survival is a major goal for organizations, we see that the basic problem is that some

organizations consider succeeded planning is a big task. Also, unhealthy organizational
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conflicts among the employees and managers affect organizational survival and growth.
Despite that this conflict may be a natural event with positive or negative impacts.
Ugwuzor (2017), showed that the efforts to guarantee organizational survival will not give
the desired results if organizations do not have effective and skilled employees with work
behaviors that serve organizational goals. Balestrero and Udo (2013), pointed out that an
organization's survival needs rational planning to meet the necessity of customers and the
market. Also, making the organization impact positively on society, the environment, and
the community. According to Jones and Bartlet (2008), organizational survival and growth
are underlying organizational goals requiring the investment of resources and energy.
Erengwa, Nwuche, & Anyanwu (2017), measure organizational survival in two measures,
adaptability and innovation. Besides, Olughor (2014), showed that employee
empowerment, leadership support, and innovation might use to measure organizational

survival.

2.2.2.1 Learning organization and organizational survival

Serrat (2017), mentioned that many organizations apply quick solves, and easy changes
mostly don't achieve the needed purpose. Unsuccessful attempts to create organizational
change. For organizations that desire to stay and thrive, learning faster and better is
important. Appling the learning organization approach as a complete system could help the
organizations to achieve their goals and survive. The survival of today’s organizations
depends on how these organizations improve practices, accept changes, and achieve
competitiveness. LO has been described as an organization that facilitates the learning of
all its employees. The learning organization has specific features to meet the continuous-
changing environment. So, the learning organization is important to help organizational

success (Hussein et al., 2014).

Many organizations face difficulty achieving survival, so these organizations must be more
effective in learning, better, and faster than competitors. This is the cause of prominence in
the learning organizations concept in recent years. The learning organization where people
increase their competencies, patterns of thinking, and where staffs learn together. The
learning organization is an organization that enhances obtaining and transferring
knowledge and makes a change in employees' behaviors based on new insights and
knowledge (YYaghoubi et al., 2010). Gunn & Sanni (2016) indicated that the learning

organization had a significant influence on the survival of the manufacturing firms. The
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learning organization concepts if suitably considered will enhance the organization's ability
to be innovative. Thus, increasing its chances of survival. The study showed there is a
strong significant relationship between the learning organization variables and
organizational survival variables. The study recommended that members of the
organization should be more innovative to gain a competitive advantage. Consequently,
increase the chances of survival. In the current complicated world, organizations can
survive when they have good information about the surrounding environment. A learning
organization is the best in such cases. A learning organization is an organization that can
recognize its environmental requirements to adapt and survive. Organizations seek to learn,
but the learning organization seeks to have the ability of adaptation and learning to face
challenges (Salehi & Naseri, 2017).

2.2.2.2 Organizational survival and adaptability

The ability of organizations today to identify factors affecting their survival and respond to
them needs more attention. Organizations that need to prolong survival and growth must
monitor the status of related components to survive (Talibi-Mazra’eshahi et al., 2014).
Adaptability is the extent of an organization's ability to alter behavior, structures, and
systems to survive. To survive and make a profit, organizations need to adapt continuously
to the different levels of environmental uncertainty (Amah & Baridam, 2012). The survival
of the organizations in a competitive work environment depends on how effectively the
organization learns to adapt and improve their resources (Akhigbe & Shedrack, 2017).
Sanni (2016), identified some threats to the survival of an organization which is: the
absence of strong formal leadership, frequent change in the environment, change in
customer’s demand, high labor turnover rate, and inability to see organizational survival as
a tool to achieving the overall organizational goals. Organizational adaptability is the
ability of any system to change its organizational structure to be suitable to survive in the
business environment. Organizational adaptability comprises readiness and resilience.
Resilience is described as how fast an organization reacts to environmental changes. More
clearly, it measures how the extent to which the organization responds to opportunities and
threats. When an organization is resilient, it has more chances to respond to environmental
threats (Barr et al., 2008).
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2.2.2.3 Organizational survival and innovation and empowerment

Why organizations seek to promote employees’ participation and search for their
innovative capability? The answer is survival. In the changing workplace and competitive
market environments, the motivated, empowered employees and their contributions are
requisite for an organization’s success. So, the better involvement of employees in
organization activities means a continued improvement in organizational performance
(Oke, & Olughor, 2014). According to Love and Roper (2015), confirmation of the
relationship between innovation and business growth has become more common in recent
years. As an organization becomes more developed and matured, innovation may lead to
improvements in productivity which decrease the chance of failure. Organizations that
adopt innovation improve their capacity, which makes them eligible to survive. Innovation
Is the track in which organizations create their assets. Thus, achieving a sustainable
competitive advantage (Esteve-Perez & Manez-Castillejo, 2008). Managers should create
an organizational environment that enhances innovation. Some managerial activities
promote competencies that have a favorable impact on organizational performance and
innovation. In particular, researchers indicated that employee empowerment of the main
factors in achieving innovation. Employee empowerment enhances the employees to use
their skills and share their creative ideas to help the organization's success (Brunetto, &
Farr-Wharton, 2007). Shahzad et al. (2017) mentioned that employee empowerment is a
cultural feature that affects innovation in an organization. Besides, when we adopt
employees’ participation and involvement in decisions will improve their sense of
responsibility. Wang & Ahmed (2004), described organizational innovation as an
organizational capability to insert new products to work through innovative processes and
behavior. According to Tohidi, & Jabbari (2012) Innovation is one of the most complex
and important issues faced by organizations today. Innovation from success keys for
today's organizations. Every organization should have an innovation process. In today's
business environment, the effectiveness of an organization is an important matter in
management, because it can ensure continuity of organizations and survival.
Empowerment is one of the helpful tools to increase the quality of human resources and
ensure organizational effectiveness (Mishra, 2019). Organizations with motivated and
skilled employees will be more suitable to adapt and will have a chance to survive. To this
end, organizations should empower their employees every time (Kondalkar, 2009).
According to Jensen et al. (2006), given the fast environment, innovation is the key to
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survival for any business regardless of big or small. Innovation means introducing new
ways of doing things. Innovation in your business can help you save time and money, and
acquire a competitive advantage to grow and adapt. So, innovation is crucial and will give
you a chance over your competitors. Thus, successful innovations have a clear positive

effect on survival.

2.2.2.4 Innovation

Schumpeter introduced the concept of innovation in (1949) for the first time. Innovation is
efforts focused on the detection of new solutions and opportunities (Dess, & Lumpkin,
2005). Innovation is a process that provides added competitive value to the business, and
customers by creating new products, solutions, services, and new means of marketing
(McFadzean, O’Louglin, and Shaw, 2005). Jansen et al. (2006) showed that innovation
should not be considered as just a simple result. But, as a systematic process of learning,
development of knowledge, and skills. Innovation is defined as a process of exploring
existing capabilities. Exploring the employee's abilities requires management to build a
good atmosphere encourages creative thinking and enhances a sense of belonging. The
employees at any organization have the motivation to contribute to their well-being. To
this end, we need a greater understanding of the environmental conditions that motivate
individuals to think as innovators (Olughor, 2014). According to Serkan (2009), innovation
is necessary for providing a competitive advantage. The leadership besides the employees
can be helpful factors toward the survival of the organization. Organizations make efforts
by granting rewards for new ideas but there are no regulated efforts in this direction. Three
factors are related to innovation. Availability of expertise which includes the intellectual
capability and technical knowledge, presence of creative thinking that leads to imagination,
inspiration, and acquired new ideas. Besides, the motivation that helps to solve existing
obstacles, and obtaining new ideas. Erengwa, Nwuche, & Anyanwu (2017), claimed that
when organizations do not adopt a positive attitude toward innovation, will be far away to

survive in the business today.

2.2.2.5 Adaptability

Organizations work as open systems in uncertain environments. Adaptability is an
organization's ability to alter behavior, structures, and systems to survive in environmental

change (Denison, 2007). Adaptation is described as the change in the organizations or their
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components to transform with changes in the environment. Adaptability is described as an
organization's capability to alteration to meet the changing environment. Adaptation is not
just one process of organizational change but a consistent, continuous process during an
organization's life. Scholars confirm that adaptation is a process of organizational change
that should achieve continuous improvement in humans and organizations over time
(Erengwa, Nwuche, & Anyanwu, 2017). Boylan (2017), indicated that as a complex
system, organizations can be adapting and growing by accepting the status of complexity
and knowing its ability to adapt. Leaders can take positive actions to enhance

organizational adaptability.

2.2.2.6 Employees empowerment

Management investment in skills will be a profitable project that making additions in
organizations. Employee empowerment considers an important way of achieving this
purpose. In such a highly competitive business environment, many managers confirm that
abandon centralization will promote speed and flexibility. Empowerment is seen as sharing
power, information, problem-solving. Also, task autonomy, and self-management.
Empowerment is described as a way to promote collaboration between managers and
employees. In addition to stimulating efforts for improved performance. The concept of
empowerment can be meaningful if the employee perceived its power, competence,
efficacy, and self-control (Oke & Olughor, 2014). Chen & Chen (2008), defined
empowerment as reflecting an employee's feeling of control in the workplace.
Empowerment is describing the relationship between persons and the work environment as
competence, meaning, impact, and self-determination. The meaning of empowerment
reflects a sense of work purpose and personal belonging to the work. Empowerment thus
makes the employees active in the affairs of their organizations. For organizations'
success, empowerment only is not enough but rather every person in any organization
should support empowerment (Shaker Qudah & Yahya Melhem, 2011). Jafari and
Iranzadeh (2013), asserted that an employee who decides his workday activities is more

effective than an employee who non-empowered.
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Chapter Three
Methodology

This chapter illustrates a detailed discussion of all aspects of the research methodology
adopted in this study. It presents the design, method, sample and sampling process, study
population, setting, and ethical considerations. Also, the validity and reliability of the

instrument.
3.1 Study design

The design of this study is an analytical descriptive one presented through quantitative
expression. The descriptive research approach is a basic research method that investigates
the situation as it exists in its current time (Williams, 2007). The quantitative expression
aims to accurately capture the details of the empirical social world and express what we
find in numbers (Neuman, 2014). One of the features of the analytical description is that it
does not only collect information but rather aims at detecting conclusions that contribute to
understanding reality through analysis and interpretation. So, the stock of knowledge on

the participants' increases, and the results become obvious.
3.2 Study population

It is a census survey, where the researcher includes all healthcare providers at the Patient's
Friends Benevolent Society (PFBS). The response rate was 86 %. The total numbers of

employees are 150 distributed as the following:

Specialization No.
Doctors 80
Nursing and technical operations 45
Administrative staff members 19
X-ray technicians 5
Laboratory technicians 8
Pharmacists and pharmacist assistants 8
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3.3 Study setting

This study was conducted at the Patient's Friend's Benevolent Society (PFBS). The sample

of the study was chosen from employees of PFBS.

3.4 Study period

The study consumed 7 months; it started in May 2020 after the acceptance of the proposal,
then conducting the administrative procedures and gaining ethical approval. A pilot study
was conducted in September 2020. Data collecting, data entry, and data analysis continued

to October 2020, and writing the final report continued to November 2020.

3.5 Data collection and study instrument

A self-report structure questionnaire was used in this study. The questionnaire consists of
three main domains: the first domain is general information about the demographic
characteristics of the respondent, and information about the organization. The second
domain, (independent variable), is divided into 7 sub-domains related to the availability of
learning organization dimensions in the mentioned organization. The third domain,
(dependent variable), is divided into 3 sub-domains related to the dimensions of
organizational survival. The questionnaire was written in both Arabic and English
languages (Annex 2) & (Annex 3) to assist the understanding of the content for the
population sample. The questionnaire was submitted to two expert persons for translation.
The questionnaire was translated from English to Arabic and back translation from Arabic
to English and the result was checked for inconsistency. Unnecessary personal data,
complex, and duplicated questions were avoided. The questionnaire was provided with a
cover letter explains the purpose of the research, the way of responding, and the
information was secured to encourage a high response from participants. Following
obtaining ethical and administrative approvals from all concerned parties, and conducted
the pilot study. The researcher distributed questionnaires to all participants, the average

time needed to fill in the questionnaire ranged from 20-25 minutes.
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3.6 Pilot study

A pilot study was conducted before the actual data collection to assess the reliability of the
questionnaire and to explore the appropriateness of the study instruments, the clarity of
meaning, and scales. In addition, the pilot study design assists to serve many aims of this
study. It was conducted to predict the response rate, the time needed to fill in the
questionnaire, validity, and propriety of the questionnaire. Moreover, this design reveals
the points that need any modifications. This assured and enhanced the validity of the
questionnaire, especially after modifying it to be clearer and more understandable. The

pilot study was included, 30 participants.

3.7 Scientific rigor
3.7.1 Validity of Instrument

The validity of the instrument is a necessary step before the actual data collection. Validity
is defined as the extent to which an instrument measures what it is supposed to measure
(Polit and Beck, 2012). To ensure validity, the researcher used two methods (expertise

validity and internal consistency).
% Face and content validity

The face validity helps to reach the complement of readability and clarity of the
instrument. The content validity concerns the level to which an instrument has a suitable
sample of items for the construct being measured. An instrument content validity is
important based on judgment (Polit & Beck, 2010).

3.7.1.1 Expertise validity

The questionnaire was submitted to an expert panel with experience and knowledge in this
field who make suggestions and judgment about the suitability of the questionnaire (Annex
7). The experts expressed their suggestions about the simplicity and clarity of
questionnaire domains. Therefore, the researcher has done some modifications according

to the expert's recommendations.

3.7.1.2 Internal validity

To check internal validity, the researcher calculated the correlation between each domain

and the corresponding field. The p-values (Sig.) are less than 0.05, thus the correlation
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coefficients of all domains are significant at a = 0.05, therefore it can be said that all items
of each field are consistent and valid to measure what it was set. Table 3.1 below shows

the correlation coefficient for each domain and the total of the corresponding field.

Table (3.1): Correlation between each domain and the total score of its domain.

Domains Correlation Sig.
Continuous learning 0.716 <0.001
Inquiry and dialogue 0.783 <0.001
Team learning 0.719 <0.001
Empower people toward a collective vision 0.797 <0.001
Create systems to capture and share learning 0.844 <0.001
Connect the organization to its environment 0.785 <0.001
Strategic leadership 0.822 <0.001
Learning organization dimensions 0.938 <0.001
Authority delegation 0.773 <0.001
Participation in decision-making 0.719 <0.001
Work environment 0.803 <0.001
Building trust 0.838 <0.001
Individual level 0.859 <0.001
Organizational level 0.896 <0.001
Employee empowerment 0.908 <0.001
Innovation 0.935 <0.001
Adaptability 0.858 <0.001
Creating change (Change capability) 0.828 <0.001
Customer focus 0.611 <0.001
Organizational survival 0.969 <0.001

** Significant at 0.01 * Significantat 0.05 R = Correlation value
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3.7.2 Reliability

The instrument reliability is the degree of consistency with which it measures the attribute
it's supposed to measuring (Heale & Twycross, 2015). The reliability test was done after
the pilot stage and after the data were completely collected and entered. The researcher

was used the Cronbach alpha coefficient to measure how items are closely related as a

group.
3.7.2.1 Cronbach alpha

The researcher used the Cronbach alpha coefficient to measure how items are closely
related to a group. The values of the Cronbach alpha coefficient were in the range of 0.848
and 0.925. Cronbach’s alpha equals 0.990 for the entire questionnaire in the pilot sample,
which means the instrument is satisfactory. Table 3.2 below shows the reliability test result

for all domains.

Table (3.2): Reliability of questionnaire (Cronbach's alpha coefficient)

Domains No. of | Cronbach's

item Alpha
Learning organization dimensions 53 0.980
Employee empowerment items 31 0.927
Innovation items 29 0.971
Adaptability items 18 0.919
Organizational survival 78 0.958
Total 131 0.990

3.8 Data entry and analysis

The researcher was used the Statistical Package of Social Science (SPSS) version 22.0
program for data entry and analysis. The first stage of data entry was through the entry and
coding of variables, followed by actual data entry. At the analysis stage, data cleaning and
data management for the variables of interest were performed. Descriptive analysis
including figures, frequency tables, and Means was used to describe the main features of
the data. The researcher used a t-test to investigate the items and domains of the
questionnaire, especially to identify the relationship between socio-demographic

characteristics such as gender and the learning organization. Also, the (F) test was used to
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compare more than two means, especially to show the relationship between
sociodemographic characteristics such as age, level of education, and years of experience
and learning organization. Also, percentage and weight-mean were used to assess the
highest and lowest learning organization domains. One-way Analysis of Variance
(ANOVA) test was used to compare the mean scores of the independent variable with
more than two options. Also, the Pearson Correlation coefficient (r) to test the association
of items with studied variables. Pearson correlation was used to show the relationship
between the learning organization and organizational survival. Multiple linear regression
was calculated to use other domains to predict organizational survival. The results were
presented with a beta coefficient, and Cl 95% and p-value. All these tests were used to
analyze the quantitative data. Confidence interval at 95% and p-value < 0.05 was

considered statistically significant.

3.9 Ethical and administrative considerations

To start-up this study, the proposal was accepted by Al Quds University-School of the
public health research committee for discussion and academic approval. Additionally, the
Modified International Code of Ethics Principles (1975), known as the Declaration of
Helsinki, which is adopted by the World Medical Assembly was followed. An official
letter of approval to conduct the research was obtained from the Helsinki Committee
(Annex 4). In accordance with the Principles of the Helsinki Ethical Declaration, every
participant in the study received a complete explanation of the research purposes, program,
and confidentiality (Annex 1). Also, administrative approval was obtained by the director
of the Patient's Friends Benevolent Society (Annex 5). Every participant in the study had

the opportunity to accept or decline to participate in the study.

3.10 Limitations of the study

There are few previous studies that targeted the organizational survival concept, and there
is limited literature that identifies dimensions of organizational survival and how to
measure it. Thus, the researcher took a long time to develop the questionnaire. Also, there
is a limited time available to conduct the study. Besides, the emergency and curfews status
because of COVID-19 led to delayed data collection and decreased expected response rate.
Furthermore, there are some contextual limitations include electricity cuts and limited

access to international publications.
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Chapter Four

Results

This chapter points out the results of the statistical analysis of the data, including
descriptive analysis that presents the sociodemographic data of the study and the answers
to the questions of the study. The researcher used a census sample of 150 participants who
work at the Patient's Friends Benevolent Society in Gaza Strip. The response rate was
86.0% (129) among participants. The researcher used proper statistical calculation
including percentage (%) for categorical groups, and mean (SD) for numerical data.
However, the researcher used proper statistical tests such as a one-sample t-test to
investigate the items and domains of the questionnaire. Also, the researcher used a two-
sample t-test, ANOVA (F-test), and Pearson Correlation coefficient (r) to test the

association of items with studied variables.

4.1 Socio-demographic characteristics of the participants

4.1.1 Distribution of the study participants according to their gender

Female
32.6%

Male
67.4%0

Figure (4.1): Distribution of the study participants according to their gender

As shown in figure (4.1) the distribution of the healthcare providers according to their
gender showed that 87 participants (67.4%) are males while 72 participants (32.6%) are
female. This result could be attributed to that PFBS includes many outpatient clinics (13)
distributed for two shifts (morning and evening). As shown in Figure (4.4), the majority of
study participants are doctors 34.9 %, and the majority of them are males' doctors. The
results are consistent with the general situation in Palestine. According to PCBS (2018),

the percentage of women and men who participated in the labor force (15 years and above)
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in Palestine represents 71.6% men and 19.2% women. Thus, men's participation was 4
times more than women's participation. Regarding healthcare providers, 17% of registered
physicians in the Palestinian Medical Association are women compared to 83% for men.
Furthermore, 48.0 % of the registered nurses in the Palestinian Nursing Association are

women compared to 52.0% of men.

4.1.2 Sample distribution according to age groups

40%

34.1%

30%

20%

10%

0%

=30 years 31-40 vears 41-50 vears =50 years

Figure (4.2): Distribution of the study participants according to their age (years)

Figure 4.2 illustrated that the highest age group was aged between 31 to 40 years (44
(34.1%) of participants) while 33 (25.5%) of participants were less than 30 years, 33
(25.5%) of participants were 41-50 years and 19 (14.7%) of participants were more than
50 years. The average age (SD) for all participants was 38.98 (9.99) years. The result is
consistent with the population pyramid in Palestine. According to PCBS (2018),
Palestinian society is classified as young. The percentage of youth aged (15-29 years)
comprised 29.4%, and individuals aged (30-64 years) were 28.5% of the population, while
the elderly (aged 65 years and above) comprised 3.2%.
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4.1.3 Distribution of the study participants according to their qualification

50% -
40% - 35.7% 37.2%
30%
20% 17.1%
10% 9.2%
Diploma Bachelor Master Board PhD ‘

Figure (4.3): Distribution of the study participants according to their education levels

Figure 4.3 pointed out the classification of the study participants according to educational
level, the results showed that the highest group of the study participants have bachelor
certificate (48 participants (37.2%)) followed by 46 (35.7%) of them have diploma degree
and 22 (17.10%) have master degree. As the result showed, the number of who have a
board and Ph.D. degree is limited (12 (2.5%) & 1 (0.8%), respectively). The results are
consistent with the ministry of health reports. According to MOH (2016), the distribution
of workers who have a bachelor's degrees in nursing and midwife and working at NGOs
was 258. In addition to 145 doctors have bachelor's degrees. While those who have
diploma, degree was 238. The number of working doctors in the Gaza strip is (1769), 402
of them have Ph.D. and a board degree. So, the number of healthcare providers who have a
Ph.D. and board degree is low compared with other qualifications. In my opinion, the high
number of diploma degrees at PFBS is due to the large number of technicians who are

working in various departments in PFBS like laboratory, operations, and x-ray department.
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4.1.4 Distribution of the study participants according to their job title

Doctor | 34.9%

Nurse | 28.7%

Administrative staff 14.7%

Pharmacist

Technical operations

Laboratory technician 6.2%

Ray Technician 31%

Figure (4.4): Distribution of the study participants according to their specialists

Figure 4.4 showed the distribution of the study participants according to their job. As
Figure showed the majority of the study participants are doctors (45 (34.9%)) and nurses
(37 (28.7%) while 19 (14.7%) administrative staff, 8 (6.2%) laboratory technician, 8
(6.2%) technical operations, 8 (6.2%) pharmacist and only 4 (3.1%) of the study
participants were x-ray technician. The results are consistent with the ministry of health
reports, according to MOH (2016), the distribution of healthcare providers (Doctors and

Nurses) in the NGOs was 622 doctors, compared to 460 nurses in the Gaza strip.
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Table (4.1): General characteristic of the study participants

Variables Frequency Percent Mean+SD
Marital status
Married 106 82.2
Single 19 147
Divorce 3 2.3
Widower 1 0.8
Number of children groups 4.42+2.08
<2 20 20.6
2-4 33 34.0
5-6 27 27.9
>6 17 17.5
Income (NIS)
1450 or less 72 55.8
1451 — 2500 17 13.2
2501-3000 12 9.3
More than 3000 28 21.7
The number of years of service in the institution 11.45+7.63
<5 36 27.9
6-10 29 22.5
11-15 30 23.3
>15 34 26.4
Received training courses in your Specialization
Yes 54 41.9
No 75 58.1

SD: standard deviation

Table (4.1) shows the distribution of general characteristics among the study participants.
the marital status of the study participants revealed that the majority of our population
65.3% were married while 14.7 single, 2.3% were divorced, and only one participant was a
widower (0.8%). The percentage of who have children among the study participants was
75.2% and the results showed that the highest group of the study participants have 2 to 4
children (34.0%) while 27.9% of them have 5 to 6 children, 20.6% of participants have 2
children or less and 17.5% of participants have more than 6 children. The average number
of children (SD) for those who have children of the study participants was 4.42+2.08
children. As our expected, the study showed that the majority of the study participants have
income 1450 or less (55.8%) while 21.7% of them have income more than 3000 NIS, 13.2
% of them have income ranged between 1451-2500 NIS and 9.3% of them have income
ranged between 2501-3000 NIS. This result is in line with the general situation in the Gaza
strip. According to PCBS (2017), the poverty line in the Gaza strip reaches 53%. In
addition to about 36% of employees in the private sector earn a monthly wage less than the
minimum wage (1,450 NIS) in the Gaza strip. The study showed that more frequent years
of service in the institution among the participants are less than 5 years (27.9%), 22.5%
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ranged between 5 -10 years and 23.3% of them ranged between 11 -15 years and 26.4% of
them have years of service in the institution more than 15 years. The average of years of
service in the institution (SD) for all participants was 11.45+7.63 years. This could be due
to that the NGOs tend to invest in youth age, allow them to prove their competencies to
promote their roles in society. Finally, 41.9% of the study participants received training
courses in their specialties.

4.2 Descriptive statistic of learning organization dimensions' domains

This study was subjected to 7 domains to measure the learning organization dimensions.
This domain was about continuous learning, inquiry and dialogue, team learning, empower
people toward a collective vision, create systems to capture and share learning, connect the
organization to its environment and strategic leadership. The below tables present the

opinion of study participants about learning organization dimensions.

Table (4.2): Distribution of the study participants according to their perceptions

about continuous learning items domain

J Strongly
No | Continuous learning itemg disagree
n (%)

Moderately|
agree
n (%)

Strongly
agree | Mean® | SD
n (%)

Disagree
n (%)

Agree
n (%)

Weighted
mean

Rank

1. | The organization
encourages discussion of
mistakes in order to learn
and draw lessons

2. | The organization helps
employees identify the
skills they need to do
work in the future.

3. | The organization helps
employees learn from 2(15) |[20(15.5) | 36(27.9) |65(50.4) | 6 (4.7) 341 | 0.86 68.20 1
each other.

4. | The organization works
to provide funds and
resources to support
learning

5. The organization gives
the employees time to 11(8.4) |34(26.4) | 49(38) [34(26.4) | 1(0.8) 284 | 094 56.80 6
learn.

6. The organization deals
with the problems front it
as opportunities for
learning.

7. The organization rewards
its employees for 18 (14) [39(30.1) | 46(35.7) |24(18.6) | 2(1.6) 2.64 | 099 52.80 9
learning new things.

8. The employees provide
assistance and supportto | 4(3.1) |[28(21.7) | 37(28.7) |51(39.5) | 9(7.0) 3.26 0.98 65.20 3
new employees.

9. Employees easily access
resources to support their | 4 (3.1) |54 (41.9) | 43(33.3) [25(19.4) | 3(2.3) 2.76 0.88 55.20 8
learning.

43.1) [22(17.1) | 39(30.2) |52(40.3) [12(9.3) | 3.36 | 097 | 67.20 2

3(2.3) |23(17.8) | 45(34.9) |53(41.1) |5(39) | 326 | 088 | 6520 3

9(6.9) |34(26.4) | 58(45) |25(19.4) | 3(23) | 284 | 090 | 56.80 6

6(47) |27(209) | 55(42.6) |38(295) | 3(23) | 3.04 | 089 | 60.80 5

Total 3.05 | 0.65 61.00

SD: standard deviation: & £ maximum score of mean = 5.
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The distribution of the participants according to their perceptions about continuous
learning items are presented in table 4.2. When the healthcare provider asks about their
estimation regarding continuous learning, they showed that the total weighted mean for the
continuous learning domain was 61%. According to the results, the highest paragraph was
number (3) "The organization helps employees learn from each other” with a weighted-
mean of 68.2%, followed by the paragraph number (1) "The organization encourages
discussion of mistakes to learn and draw lessons" with weighted mean 67.2%. This
indicates moderate agreement from participants on these two items. As well, these indicate
that PFBS concern with the professional growth of employees, and their level of
development, also, encourage and help them to learn new things from their colleagues to
improve their level of performance. These results indicate also that PFBS faces problems
and mistakes to better solve and pick up the benefits. While the lowest paragraph number
was (7) "The organization rewards its employees for learning new things" with a weighted
mean of 52.8% followed by the paragraph number (9) "Employees easily access resources
to support their learning” with weighted mean 55.2%. This indicates a low degree of
agreement from participants on these two items. These results indicate that PFBS needs
more concerned to develop competencies of workers, increase their skills by rewarding
them to improve their level of performance. As well PFBS needs to facilitate employees'
access to all resources that may be supported and help to learn them. The results about
"The organization rewards its employees for learning new things™ are consistent with the
study of Al Banna (2012), which confirmed that the shortage of financial resources was a
reason for the absence of reward the employees. These results are consistent with the study
of Al Salem (2011), which concluded that rewarding the employees was available but to a
low degree. In general, the results about (continuous learning dimension) indicate that
there is a moderate agreement of participants regarding continuous learning. The results
are similar to the study of Abo Modalalla (2014), who showed that "the continuous

learning domain™ is available to a moderate degree with a weight-mean of 78%.

48



Table (4.3): Distribution of the study participants according to their perceptions
about inquiry and dialogue domain

. . Strongly| ~. Moderately, Strongly .
No Inquiry ie:gr(Tj]Sdlalogue disagree '?]'5(2/9;‘99 agree r;A(go/re)e agree | Mean® | SD qulg;];ed Rank
n (%) 0 n (%) ° 1 n(©e)
1. The organization promotes | 5(3.9) [37(28.7) | 40(31) |43(33.3)| 4(3.1) 3.03 0.95 60.60 5

the principle of listening to
others' views before
judging them.

2. | The organization 11(85) [37(28.7) | 45(34.9) |31(24) | 5(3.9) 286 | 1.01 57.20 7
encourages employees to
ask questions, regardless
of their position.

3. | The organization 5(3.9) [39(30.2) | 47(36.4) [34(264)| 4(31) | 295 | 092 59.00 6
motivates the employees
to present their ideas and
express their opinions.

4. | The organization 5(3.9) |25(19.4) | 56(43.4) |40(31) | 3(2.3) 3.09 | 087 61.80 3
encourages building trust
among employees.

5. Employees share 4(3) 18 (14) 58 (45) (46 (35.7) | 3(2.3) 320 | 0.82 64.00 2
information openly and
transparently.

6. | The organization 3(2.3) |28(21.6) | 55(42.8) | 40(31) | 3(2.3) 3.09 | 084 61.80 3

encourages employees to
give constructive feedback
within the work.

7. The organization supports 5(4) |[15(11.6) | 51(39.5) |51(39.5)| 7(5.4) 331 0.89 66.20 1
the introduction of values
and mutual respect
between employees.

Total 3.08 | 0.70 61.60

SD: standard deviation; & £ maximum score of mean = 5.

Distribution of the participants according to their perceptions about inquiry and dialogue
domains items are presented in table 4.3. When the healthcare provider asks about their
estimation regarding inquiry and dialogue domains, they showed that the total weighted
mean for inquiry and dialogue domains were 61.6% and not significant at less than 0.05.
According to the results, the highest paragraph was number (7) "The organization supports
the introduction of values and mutual respect between employees™ with a weighted-mean is
of 66.2%, followed by the paragraph number (5) "Employees share information openly and
transparently” with weighted mean 64%. This indicates a moderate agreement from
participants on these two items. The result consistent with the study of Abo Modalalla
(2014) who revealed that the item "The organization supports the introduction of values
and mutual respect between employees” is available at a moderate degree according to
participants. In my opinion, this confirms existing mutual respect between the employees
in PFBS and indicates that the organization chooses employees with high skills and ethics
in hiring. Thus, the employee who has ethics and skills does not hesitate to share the
information with their co-workers with the aim of dissemination knowledge and

development of the organization.
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While the lowest paragraph number was (2) "The organization encourages employees to
ask questions, regardless of their position” with a weighted-mean of 57.2% followed by
the paragraph number (3) "The organization motivates the employees to present their ideas
and express their opinions” with weighted mean 59%. In my opinion, this could be due to
the presence of excessive centralization, and multiple administrative levels in the
organization, which make the employees away from asking questions and inquiring. As
well, these results indicate that PFBS needs more concern to encourage the employees and

make share their opinions regardless of their positions, titles, or places.

The results about "The organization encourages employees to ask questions, regardless of
their position™ are consistent with the study of Abo Hashesh and Mortaga (2011), which
showed that centralization in decision making doesn't give freedom to making decisions
and listen to the employees' discussions. Additionally, the results are consistent with the
study of Alrefaey et.al (2013), who concluded that there is a degree of hesitation and
sensitivity from the employees due to multiple administrative levels, which affect
negatively the quality of collective communications between the employees at the different

administrative levels.

In general, the results of (inquiry and dialogue domain) indicate that there is a moderate
agreement of participants regarding continuous learning items. These results are consistent
with the study of Abo Modalalla (2014), who showed that the "inquiry and dialogue
domain” is available to a moderate degree with a weight-mean of 78%. From the
researcher’s point of view, PFBS needs to strengthen and empower its employees, upgrade
their management skills, and show sufficient flexibility so they can feel enough confident
to express their opinions and ideas, and accepting different perspectives. Besides, the
PFBS should enhance the principle of listening to different points of view, because the
value of organizations lies in their human resources and their ideas that can be invested in

to reach excellence and development.
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Table (4.4): Distribution of the study participants according to their perceptions about team

learning domain

No

Team
learning
domain

Strongly
disagree
n (%)

Disagree
n (%)

Moderately
agree
n (%)

Agree
n (%)

Strongly
agree
n (%)

Mean®

SD

Weighted
mean

Rank

1.

The organization
treat all members
of the work teams
equally,
regardless of any
differences or
considerations.

18 (13.9)

14 (10.9)

44 (34.1)

49 (38)

4(3.1)

3.05

1.08

61.00

Team members
focus on their
tasks as a group
and how can work
well.

4(3)

8 (6.2)

54 (41.9)

58 (45)

5(3.9)

3.40

0.80

68.00

Team members
change their
minds as a result
of group
discussions or
recently gathered
information.

3(2.3)

20 (15.5)

52 (40.3)

53 (41.1)

1(0.8)

3.22

0.80

64.40

The organization
establishes system
for rewarding
collective
achievements.

11 (8.6)

40 (31)

47 (36.4)

7 (20.9)

4(3.0)

2.79

0.97

55.80

The work team's
confidence that
organization
management will
take up their
recommendations.

11 (8.6)

35 (27.1)

43 (33.3)

37 (28.7)

3(2.3)

2.89

0.99

57.80

The teams work
has the freedom
to adapt their
goals to the
evolution of
events.

5 (3.9)

27 (20.9)

49 (38)

13 (33.3)

5 (3.9)

3.12

0.92

62.40

The employees
listen to each
other’s views
during the
dialogue.

1(0.7)

17 (13.2)

46 (35.7)

0 (46.5)

5 (3.9)

3.40

0.79

68.00

Total

3.13

0.68

62.60

SD: standard deviation; & £ maximum score of mean = 5.

The distribution of the participants according to their perceptions about the team learning
domain is presented in table 4.4. When the healthcare provider asks about their estimation
regarding the team learning domain, they showed that the total weighted mean for the team
learning domain was 62.6%. According to the results, the highest paragraph was number (7)
"The employees listen to each other’s views during the dialogue™ with a weighted-mean of
68%, followed by the paragraph number (2) "Team members focus on their tasks as a group

and how can work well" with weighted mean 68%. These results showed a moderate
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agreement from participants on these two items. This could be due to the that the employees
in PFBS deal with mutual respect, which makes them listen to each other carefully during
dialogue. The results are consistent with the study of Abo Modalalla (2014) who indicated
that item (Team members focus on their tasks as a group and how can work well) is available
to a high degree according to participants. The results are inconsistent with the study of Al
Telbani, S. (2011) who revealed that this item does not available in Al Shifa hospital
according to participants. In my opinion, this indicates that the employees at PFBS work as
teamwork, and realize the importance of good relationships in achieving tasks and serving
the organization. Also, management has an important role in directing the work as a team and
provide a suitable environment for teamwork.

While the lowest paragraph number was (4) "The organization establishes a system for
rewarding collective achievements" with a weighted-mean of 55.8% followed by the
paragraph number (5) "The work teams’ confidence that organization management will take
up their recommendations” with weighted mean 57.8%. In my opinion, this could be due to
that PFBS does not apply a collective rewards system. This means that PFBS needs to
present a culture of collective rewards system to ensure enhance the cooperation of the
employees towards achieving the organizational goals.

The result of item 4 " The organization establishes a system for rewarding collective
achievements " is consistent with the study of Al Banna (2012), and Al Arfag (2011) which
showed that the collective rewarding system is practiced at a low level in the university
according to the study participants. While, these results are inconsistent with the study of
Abu Hashesh & Mortaga (2011), and Al Shreefy et al. (2012) which showed that the
university applies a collective rewarding system to a sufficient level to motivate their
employees.

In general, the results of (team learning domain) indicate that there is a moderate agreement
from participants of 62.60%. In my opinion, this could be due to that PFBS depends on team
learning to achieve the tasks. Furthermore, the results moderately indicate the presence of the
employees' willingness to change their mentalities and develop their performance with new
information and knowledge, and thus the organization adopts more developed goals and
strategies, instead of the existing less ambitious strategies and goals. However, we still need
more attention to this dimension. These results are consistent with the study of Alrady et al.
(2013) which showed that public organizations depend on a moderate degree of teamwork.
While the results are inconsistent with the study of Al Telbany & Alsalem (2011) which

showed that the "team learning domain™ in Al Shifa hospital in the Gaza strip is not available.
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Table (4.5): Distribution of the study participants according to their perceptions about

empower people toward a collective vision domain

No

Empower people
toward a collective
vision domain

Strongly
disagree
n (%)

Disagree
n (%)

Moderately
agree
n (%)

Agree
n (%)

Strongly
agree
n (%)

Meant

SD

Weighted
mean

Rank

1.

The organization
supports the
employees who take it
upon themselves to
take risks while
working.

10 (7.7)

26 (20.2)

36 (27.9)

54 (41.9)

3(23)

3.11

1.01

62.20

The organization
builds its vision with
the participation of
various managerial
levels and
workgroups.

7(5.3)

25 (19.4)

37 (28.7)

58 (45)

2(L6)

3.18

0.95

63.60

The organization
enables its employees
to control the
resources they need to
do their work.

6 (4.6)

18 (14)

58 (45)

44 (34.1)

3(2.3)

3.16

0.86

63.20

The organization
encourages employees
to think from a
scientific perspective.

5 (3.8)

22 (17.0)

60 (46.5)

40 (31)

2 (L6)

3.09

0.83

61.80

The organization
supports employees
who have constructive
initiatives.

6 (4.6)

29 (22.5)

57 (44.2)

34 (26.4)

3(2.3)

2.99

0.88

59.80

The organization takes
the customers' views
into consideration in
the decision-making
process.

6 (4.6)

37 (28.7)

46 (35.7)

35 (27.1)

5 (3.9)

2.97

0.95

59.40

The organization's
vision emphasizes the
exchange of
knowledge between
employees.

3(2.3)

39 (30.2)

37 (28.7)

46 (35.7)

4(3.1)

3.07

0.94

61.40

The organization
encourages employees
to be creative and
innovative.

6 (4.6)

45 (34.9)

34 (26.4)

43 (33.3)

1(0.8)

291

0.95

58.20

Total

3.06

0.68

61.20

SD: standard deviation: & £ maximum score of mean = 5.

The distribution of the participants according to their perceptions about empower people

toward a collective vision domain is presented in table 4.5. When the healthcare provider

asks about their estimation regarding empower people toward a collective vision domain,

they showed that the total weighted mean for empowering people toward a collective

vision domain was 61.2%. According to the results, the highest paragraph was number (2)
"The organization build its vision with the participation of various managerial levels and

workgroups™ with a weighted-mean of 63.6%, followed by paragraph number (3) "The
organization enables its employees to control the resources they need to do their work™

with weighted mean 63.2%. This indicates a moderate agreement from participants on
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these two items. These results are consistent with the study of Abo Modalalla (2014) who
showed that item (The organization enables its employees to control the resources they
need to do their work) has a moderate degree according to participants. Also, the results
are corresponding with the study of Al Arfag (2011) who showed that the university allows
employees to use all need resources to achieve the tasks. Accordingly, PFBS seeks to
empower its employees by encouraging teamwork, sharing to build the organization's
vision and mission, and use all available resources to achieve the organization's goals.
While the lowest paragraph number was (8) "The organization encourages employees to be
creative and innovative" with a weighted-mean 58.2% followed by the paragraph number
(6) "The organization takes the customers' views into consideration in the decision-making
process” with weighted mean 59.4%. This reflects a moderate agreement from employees
of PFBS on these two items. In my opinion, this means that the PFBS needs to be more
attentive towards encouraging its employees to be creatives. Also, the PFBS needs to pay
more focus on the publics' opinions while developing strategies and making decisions. In
general, the results of weight-mean 61.20% about (empower people toward a collective
vision domain) indicate a moderate agreement of participants on the domain. From the
researcher's point of view, this mild agreement is attributed to the low eagerness among
managers in PFBS on encouraging employees towards taking responsibility for their
decisions. In addition, the existing bureaucracy, which bases on hierarchy and
centralization, puts the opportunity for delegation and empowerment of employees to a
moderate degree.

This result is consistent with the study of Al Refaey (2013) which indicates the presence of
a moderate desire among leaders in public organizations to encourage employees to take
responsibility for their decisions, in addition to the existence of centralization-based
bureaucracy which places the delegation and employees’ empowerment to a moderate
degree. While the results are inconsistent with the study of Al Shalfan (2012) which
concluded that the employees are empowered to participate in building the future vision of
the organization. Also, the results are inconsistent with the study of Hosain (2012) which
showed that the workers participate to a high degree, in building the vision and strategic
plan in the university. From the researcher’s point of view, PFBS must strive to empower
employees, encourage them to express opinions, and ask questions, in addition to
participating in building the vision and goals of the organization. This would develop a
sense of responsibility and then attaining organizational goals.
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Table (4.6): Distribution of the study participants according to their perceptions about create

systems to capture and share learning domain

Create systems Strongly Moderately Strongly
to capture and disagree Disagree agree Agree agree Meant | SD Weighted

share learning n(%) n(%) n(%) n(%o) n(%) mean
domain
1.| The organization | 3(2.3) | 27(20.9) | 46(35.7) | 44(34.1) 9(7) 322 | 094 64.40 1
uses the mutual
communications,
such as taking
suggestions and
using electronic
billboards

2.| The organization | 3(2.3) | 29(22.5) | 56(43.4) | 34(26.4) | 7(5.4) 3.10 | 0.89 62.00 2
maintains
updated data
about the skills
of its employees
3.| The organization | 15(11.6) | 28(21.7) | 62(48.1) | 20(15.5) | 4(3.1) 277 | 0.96 55.40 8
has systems to
measure the gap
between current
performance and
expected
performance
4.| learned from its 5(3.9) | 27(20.9) | 64(49.6) | 30(23.3) | 3(2.3) 299 | 0.83 59.80 4
experiences to
all employees
5.| The organization | 3(2.3) | 36(27.9) | 53(41.1) | 32(24.8) | 5(3.9) 3.00 | 0.88 60.00 3
enables
employees to
access the
required
information
quickly and
easily

6.| The organization 5(4) 47(36.4) | 39(30.2) | 35(27.1) | 3(2.3) 2.88 | 0.94 57.60 6
evaluate the time
and resources
spent on training
7.| The organization | 5(3.8) | 41(31.8) | 50(38.8) | 29(22.5) | 4(3.1) 2.89 | 0.90 57.80 5
encourages
employees to
take
development
initiatives
8.| The organization | 6(4.6) | 42(32.6) 49(38) 27(20.9) | 5(3.9) 2.87 | 0.93 57.40 7
gives the
employees open
options to
accomplish work
tasks

Rank

Total 297 | 070| 5940

SD: standard deviation; & £maximum score of mean = 5.

The distribution of the participants according to their perceptions about create systems to
capture and share the learning domain are presented in table 4.6. When the healthcare
provider asks about their estimation regarding creating systems to capture and share
learning domain, they showed that the total weighted mean for creating systems to capture
and share learning domain were 59.4%. According to the results, the highest paragraph was
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number (1) "The organization uses the mutual communications, such as taking suggestions
and using electronic billboards” with a weighted mean 64.4%, followed by the paragraph
number (2) "The organization maintains updated data about the skills of its employees”
with weighted mean 62.0%. This indicates a moderate agreement from participants on
these two items. The results are consistent with Al Arfag (2011), Al Shalfan (2012), and
Abo Modalala (2014) who indicated that there are different instruments have been used
between management and employees to exchange the information. In my opinion, this
could be due to that PFBS holds meetings and workshops with their employees
continuously with aim of exchange information that helps in developing the work.

While the lowest paragraph number was (3) "The organization has systems to measure the
gap between current performance and expected performance” with a weighted-mean of
55.4% followed by the paragraph number (8) "The organization gives the employees open
options to accomplish work tasks" with weighted mean 57.4%. From the researcher’s point
of view, this means that the PFBS needs to strive for the presence of clear performance
measurement systems to identify the skills and capabilities of workers regularly. The
results are consistent with the study of Al Banna (2012) which confirmed that the school
management is not too concerned to create systems to capture knowledge to enhance the
learning process. While the results are inconsistent with the study of Al Shareefy et al.
(2012) which confirms that the university uses communications continuously. Also, the
university adopts systems to measure the gap between current performance and expected
performance.

In general, the results of (create systems to capture and share learning domain) indicate
that there is a moderate agreement from participants (59.40%) on this domain. From the
researcher’s point of view, this means PFBS is not sufficiently concerned with knowledge-
sharing and performance measurement systems. Thus, the organization needs to pay more
attention to this dimension in order to be able to measure the gap between the current and
expected performance and also share developmental knowledge. This result is consistent
with the study of Al Telbany (2011) which indicated the absence of this dimension in Al
Shifa hospital in the Gaza strip. While the result is inconsistent with the study of Al Arfag
(2011) which confirmed that the university uses different types of communication
channels.

56



connecting the organization to its environment domain

Table (4.7): Distribution of the study participants according to their perceptions about

Connect the
organization to its
environment
domain

Strongly
disagree
n (%)

Disagree
n (%)

Moderately
agree
n (%)

Agree
n (%)

Strongly
agree
n (%)

Meant

SD

Weighted
mean

Rank

The organization
urges employees to
exchange
experiences with
other
organizations.

8(6.2)

43 (333)

54 (41.9)

19 (14.7)

5(3.9)

2.77

0.91

55.40

The organization
cooperates with
external
organizations and
arranges visits to
them continuously
in order to
exchange
experiences and
benefits.

8(6.2)

44 (34.1)

51 (39.5)

21 (16.3)

5(3.9)

2.78

0.93

55.60

The organization
works with the
principle of holistic
thinking to face the
work problems.

3 (2.4)

47 (36.4)

52 (40.3)

24 (18.6)

3(23)

2.82

0.84

56.40

The organization
cooperates with
local organizations
to encourage the
employees to
search for what
serves the work.

3(2.3)

48 (37.2)

49 (38)

26 (20.2)

3(2.3)

2.83

0.86

56.60

The organization
searches the
external
environment to
know the current
work requirements

8 (6.1)

40 (31)

54 (41.9)

25 (19.4)

2 (16)

2.79

0.88

55.80

The organization is
interested in
knowing the
impact of its
decisions on
employee morale.

19 (14.7)

43(333)

44 (34.0)

17 (13.2)

6 (4.7)

2.60

1.04

52.00

The organization is
creating new
services and
marketing methods
in order to continue
in the competition.

17 (13.2)

41 (31.8)

39 (30.2)

28 (21.7)

4(3.1)

2.70

1.05

54.00

The organization
helps its employees
to balance work
and family
requirements.

23 (17.7)

54 (41.9)

30 (23.3)

18 (14)

4(3.1)

2.43

1.04

48.60

Total

2.75

0.73

55.00

*P<0.05: Significant, P>0.05: Not significant; SD: standard deviation; & £ maximum score of

mean = 5.
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Distribution of the participants according to their perceptions about connecting the
organization to its environment domain are presented in table 4.7 When the healthcare
provider asks about their estimation regarding connecting the organization to its
environment domain, they showed that the total weighted mean for connecting the
organization to its environment domain was 55.0%. According to the results, the highest
paragraph was number (4) "The organization cooperates with local organizations to
encourage the employees to search for what serves the work™ with a weighted-mean
56.6%, followed by the paragraph number (3) "The organization works with the principle
of holistic thinking to face the work problems™ with weighted mean 56.4%. The results are
consistent with the study of Al Banna (2012) who indicated that school management
doesn’t realize the benefit from collaboration with other parts. While the results are
inconsistent with the study of Abo Modalala (2014) who revealed that item (4) "The
organization cooperates with local organizations to encourage the employees to search for
what serves the work" is available to a high degree according to the participants. In my
opinion, PFBS should realize the importance of cooperation with other organizations to
exchange experiences, gain knowledge, and increase benefits.

While the lowest paragraph number was (8) "The organization helps its employees to
balance between work and family requirements™ with a weighted-mean 48.6% followed by
the paragraph number (6) "The organization is interested in knowing the impact of its
decisions on employee's morale" with weighted mean 52.0%. This indicates a low degree
of agreement from participants on these two items. From the researcher's point of view,
this is attributed to the unstable financial situation of the PFBS, same as other NGOs who
suffer the economic consequences of the prolonged blockade in addition to the volatile
political conditions. (Abuiyada, & Abdulkarim, 2016). This also means that the
organization does not pay the proper focus on employees’ morale and emotions. These
results are consistent with the study of Hosain (2012) who showed that university
management is keen to implement regulations and decisions as to the priority without
enough attention to the personal needs of the employees. While the results are inconsistent
with Al Shalfan (2012) who concluded that the impact of decisions on employee morale is
taken into account, to a moderate degree. In general, from the researcher’s point of view,
PFBS needs more to realize the importance of sharing knowledge, experiences, with other
organizations to the benefit of the organization. This result is consistent with the study of
Al Banna (2012) which showed that school management doesn't realize the benefits of

cooperating with other similar institutions. It also aligns with the study of Al viagra (2010)
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which found the least agreement from participants on the domain of “connecting the
organization to its environment”. On the other side, the study is inconsistent with the study
of Abo Hashish (2011) which asserted the importance of corporation with external

organizations to develop the university.

Table (4.8): Distribution of the study participants according to their perceptions about
strategic leadership domain

Strongly Moderately
disagree agree agree |Meanf| SD
n(%b) n(%) n(%o)
1. | Leaders support 10 (7.7) |35 (27.1)| 34 (26.4) |45(34.9)| 5(3.9) | 3.00 | 1.05 60.00 1
employees’ requests
for learning and
training
opportunities.
2. | Leaders share 12 (9.3) | 31 (24) | 56 (43.4) |29 (22.5)| 1(0.8) | 2.81 | 0.92 56.20 4
information about
competitors, their
trends, and
strategies with their
employees.
3. | Leadersencourage |12 (9.3) | 31(24) | 51(39.5) (34 (26.4)] 1(0.8) | 2.85 | 0.94 57.00 3
empowerment of
employees to help
implementation the
vision of
organization.
4. | Leaders develop 7(5.4) |38(29.5)| 51(39.5) |27 (20.9)| 6 (4.7) | 2.90 | 0.95 58.00 2
and guide
employees during
the work.
5. | Leaders are 13 (10) [39(30.2)| 45(34.9) |30(23.3)| 2(1.6) | 2.76 | 0.97 55.20 6
constantly looking
for what could
improve learning
opportunities and
improve employees'
potential.
6. | Leaders make sure (15 (11.6)(38 (29.5)| 43(33.3) |28 (21.7)| 5(3.9) | 2.77 | 1.04 55.40 5
that their strategic
decisions align with
the organization's
values.

Strategic Strongly

leadership domain

Disagree
n(%)

Agree
n(%)

Weighted
mean

No Rank

Total 2.85 | 0.79 | 57.00

*P<0.05: Significant, P>0.05: Not significant; SD: standard deviation;& £ maximum score of mean=5.

The distribution of the participants according to their perceptions about the strategic
leadership domain are presented in table 4.8. When the healthcare provider asks about their
estimation regarding the strategic leadership domain, they showed that the total weighted
mean for the strategic leadership domain was 57%. According to the results, the highest
paragraph was number (1) "Leaders support employees requests for learning and training
opportunities™ with a weighted mean of 60%, followed by paragraph number (4) "Leaders
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develop and guide employees during the work™ with weighted mean 58%. The results
about item (1) are consistent with the study of Husain (2012) who showed that the
managers realize the importance of learning and work development for employees. While
the results are inconsistent with the study of Al Arfag (2012) who showed that the
managers don’t seek to introduce the new information for their employees. While the
lowest paragraph number was (5) "Leaders are constantly looking for what could improve
learning opportunities and improve employees' potential” with a weighted-mean of 55.2%
followed by the paragraph number (6) "Leaders make sure that their strategic decisions
align with the organization's values” with weighted mean 55.4%. From the researcher’s
point of view, this could be due to that the managers of PFBS tend to bureaucracy and
centralization in decision making. These results are similar to the study of Al Arfag (2011)
who showed that university management does not follow clear practices of knowledge
sharing with its employees. While the results are contrary to the findings of Al Shalfan
(2012) study which showed that the managers of Saudi Bank manage to share the
information on their competitors with their employees, to a moderate degree. From the
researcher's point of view, PFBS does not pay sufficient attention to developing the
learning organization. This means the organization's managers need to pay more attention
to enhance organizational learning, and thus employees become aware of their level of
performance with clear guidance to improve the overall organizational performance.
Furthermore, PFBS should follow developing-practices to expand the knowledge of the
employees and upgrade the capacity of the staff by enhancing their skills for continued
growth. This result is consistent with the study of Al Telbany (2011) which showed the
lack of this existence of such dimension in AL Shifa hospital in the Gaza strip. While, the
result is inconsistent with the study of Abo Hashish (2011) who confirmed that managers
realize the importance of continuous learning and development of the employees.

4.3 Descriptive statistic of organizational survival domains

This study was subjected to 3 domains to measure organizational survival dimensions. This
domain was about employee empowerment (authority delegation, participation in decision-
making, work environment, and building trust domains), innovation (individual level &
organizational level), and adaptability (creating change (change capability) and customer
focus). The below tables present the opinion of study participants about organizational
survival dimensions.
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4.3.1 Descriptive statistic of employee empowerment domains

Table (4.9): Distribution of the study participants according to their perceptions

about authority delegation domain

Authority
delegation
domain

Strongly
disagree
n(%o)

Disagree
n(%)

Moderately
agree
n(%o)

Agree
n(%)

Strongly
agree
n(%)

Mean?®

SD

Weighte
d mean

Rank

1. | The
manageme
nt trusts in
my ability
to perform
the tasks
assigned
to me.

4(3.0)

6(4.7)

52(40.3)

55(42.6)

12(9.3)

3.50

0.85

70.00

2. | My
leaders
give me
the
necessary
powers
During the
delegation
period.

3(2.3)

7(5.4)

41(31.8)

68(52.7)

10(7.8)

3.58

0.81

71.60

3. | The
organizati
on gives
me the
flexibility
to perform
my duties.

5(3.9)

13(10)

46(35.7)

56(43.4)

9(7)

3.40

0.91

68.00

4. | My job
provides
me the
opportunit
y to make
decisions
independe
ntly.

43.1)

25(19.4)

55(42.6)

39(30.2)

6(4.7)

3.14

0.89

62.80

5. | Managem
ent
prioritizes
my
opinion in
discussing
issues of
my work.

5(3.9)

30(23.2)

61(47.3)

23(17.8)

10(7.8)

3.02

0.94

60.40

6. | I have the
freedom to
make
decisions
about my
work.

9(7)

29(22.4)

49(38)

36(27.9)

6(4.7)

3.01

0.99

60.20

Total

3.28

0.73

65.60

SD: standard deviation; & £maximum score of mean = 5.
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The distribution of the participants according to their perceptions about the authority
delegation domain are presented in table 4.2. When the healthcare provider asks about their
estimation regarding the authority delegation domain, they showed that the total weighted
mean for the Authority delegation domain was 65.6%. According to the results, the highest
paragraph was number (2) "My leaders give me the necessary powers during the
delegation period" with a weighted-mean of 71.6%, followed by paragraph number (1)
"The management trusts in my ability to perform the tasks assigned to me" with weighted
mean 70%. While the lowest paragraph number was (6) "l have the freedom to make
decisions about my work" with a weighted-mean 60.2% followed by the paragraph number
(5) "Management prioritizes my opinion in discussing issues of my work™ with weighted
mean 60.4%. In general, the results of (authority delegation domain) indicate that there is a
moderate agreement from participants of 65.60%. From the researcher's point of view,
PFBS employees have the desire to work within a team dominated by a spirit of risk, the
ability to persuade, and the ability to develop multiple alternatives. However, the
participants still don’t have a complete delegation at the workplace. In addition, PFBS has
the desire to reach solutions to urgent problems, try new ideas, and dispose of opinion
imposition policies. These results are consistent with the study of Bo Salem (2010) who
showed the presence of the dimension (authority delegation and autonomy) in a moderate
degree (medium), meaning that the participants do not have complete authority in choosing
the options. The results are consistent also with the study of Mohamadia, O (2016) who
showed that the delegation of authority according to participants was (medium), and this
dimension needs more attention by officials in the Jordan Tourism Board, in terms of
working to expand the scope of authority. On the contrary, the results are inconsistent with
the study of Rady (2010), who showed a low degree of delegating sufficient powers
according to participants, independence in decision-making, as well as their feeling that the

manager is exercising powers despite the delegation.
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Table (4.10): Distribution of the study participants according to their perceptions about

participation in decision-making items domain

D2.2
Participation | Strongly | Moderately Strongly _
in decision- disagree D'ﬁg%ee agree ’?]‘%)Z’)e agree Mean | sSD Wﬁ:ggrt]ed
making n(%) n(%) n(%)
domain

Rank

1. | participate in 9(7) | 18(13.9) | 48(37.2) |49(38)| 9(7) 318 | 096 | 63.60 3
solving some
problems in
the

organization
within the
limit of my
work.

2. | participate ina | 6(4.7) | 15(11.5) | 46(35.7) |58(45)| 6(4.7) 3.30 | 0.89 66.00 1
positive role
to improve
work within
the

organization.

3. | Tpractice 4(31) | 27(20.9) | 54(41.9) [35(27.1)] 4(38.1) | 3.14 [ 093] 62.80 4
some
authorities in
the
organization
to achieve its
goals.

4. | | feell 6(4.7) | 36(27.8) | 26(20.2) [47(36.4)] 6(4.7) | 321 | 111 ] 64.20 2
effective and
influential in
my

organization.

5. | The 11(85) | 53(41.1) | 32(248) |31(24)| 11(85) | 2.69 | 0.98 | 53.80 9
organization
provide me
opportunity to
participate in
decision-
making.

6. | Icaninfluence | 2(1.6) | 48(37.2) | 35(27.1) |[39(30.2)] 2(1.6) | 2.98 | 0.95 | 59.60 5
decisions
about my
work.

7. | Tparticipate 4(31) | 48(37.2) | 37(28.7) [35(27.1)] 4(3.1) | 291 | 096 | 5820 6
in solve the
problems
about my
work.

8. | Thavean o(7) | 41(31.8) | 41(31.8) [35(27.1) 9(7) 286 | 097 | 57.20 7
impact about
developments
and changes
that take place
in my work.

9. | The work 6(4.7) | 52(40.3) | 44(34.1) |24(186) 6(47) | 2.74 | 090 | 54.80 8
environment
provides me
participation
in the
decision-
making
process.

Total 3.00 | 0.73 60.00

SD: standard deviation; & £maximum score of mean = 5.
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The distribution of the participants according to their perceptions about Participation in the
decision-making domain are presented in table 4.10. When the healthcare provider asks
about their estimation regarding Participation in the decision-making domain, they showed
that the total weighted mean for participation in the decision-making domain was 60%.
According to the results, the highest paragraph was number (2) "I participate in a positive
role to improve work within the organization™ with a weighted-mean 66%, followed by
paragraph number (4) "I feel | effective and influential in my organization” with weighted
mean 64.2%. While the lowest paragraph number was (5) "The organization provide me
opportunity to participate in decision-making” with a weighted-mean of 53.8% followed
by the paragraph number (9) "The work environment provides my participation in the
decision-making process” with weighted mean 54.8%. In general, the results of
(participation in the decision-making domain) indicate that there is a moderate agreement
from participants (60%) on the domain. From the researcher’s point of view, PFBS needs
to pay more attention to improve the participation of employees in the decision-making
process. The results are consistent with the study of Rajey (2015) who showed that the
study participants are not involved enough in decisions making, and they are not consulted
about the level of performance during the courses and workshops. In addition, the
management consults them in lower management decisions only. While the results are
inconsistent with the study of Mohamadia (2016) who showed that the results of the
participant's opinions regarding participation in decision-making” was (high), which
indicates that the level of participation in decision-making by the Jordan Tourism Board

was good, and this level must be maintained and strengthened.
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Table (4.11): Distribution of the study participants according to their perceptions

about work environment domain

Work SFroneg Disagree Moderately Agree Strongly . Weighted
environment | disagree n(%) agree n(%) agree [Mean®| SD mean Rank
domain n(%b) n(%b) n(%o)
1. | Thereisan 6(4.7) | 39(30.2) | 39(30.2) 40(31) 5(3.9) | 299 | 0.98 59.80 4

organizational
climate helps me
complete my
work perfectly.

2. | The organization | 6(4.6) | 38(29.5) | 56(43.4) | 25(19.4) | 4(3.1) | 2.87 | 0.89 57.40 6
enables the
employees to
demonstrate
their capabilities
and competence.

3. | Management 8(6.2) | 35(27.1) 52(40.3) 28(21.7) | 6(4.7) | 291 | 0.96 58.20 5
allows me to
present new
ideas in order to
development.

4. | The 9(7) | 48(337.2)| 44(34.1) | 27(209) | 1(0.8) | 271 | 090 | 54.20 8
management
provides me
with
opportunities for
training and
developing job
skills.

5. | The organization | 10(7.7) | 40(31) 46(35.7) 31(24) 2(16) | 281 | 094 56.20 7
encourages
teamwork in
facing
organizational
problems.

6. | | practice high 5(3.9) | 35(27.1) 48(37.2) 37(28.7) | 4(3.1) 3.00 | 0.92 60.00 3
value activities
during my work.

7. | I'have a full 9(7) 31(24) 35(27.1) 46(35.7) | 8(6.2) | 3.10 | 1.06 62.00 1
understanding of
the work
objectives and
tasks.

8. | My work 6(4.7) | 32(24.8) 47(36.4) 43(33.3) | 1(0.8) 3.01 | 0.90 60.20 2
environment
allows me to
perform various
tasks.

Total 293 | 0.71 58.60

SD: standard deviation; & £maximum score of mean = 5.
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The distribution of the participants according to their perceptions about Work environment
domain are presented in table 4.11. When the healthcare provider asks about their
estimation regarding Work environment domain, they showed that the total weighted mean
for Work environment domain was 58.6%. According to the results, the highest paragraph
was number (7) "l have a full understanding of the work objectives and tasks" with a
weighted-mean 62%, followed by the paragraph number (8) "My work environment allows
me to perform various tasks" with weighted mean 60.2%. While the lowest paragraph
number was (4) "The management provides me with opportunities for training and
developing job skills" with a weighted-mean of 54.2% followed by the paragraph number
(5) "The organization encourages teamwork in facing organizational problems™ with
weighted mean 56.2%. In general, the results of (Work environment domain) indicate a
moderate agreement from participants (58.6%) on this domain. From the researcher’s point
of view, PFBS should pay greater attention to ensuring a conducive organizational
atmosphere that helps the employees handle their duties perfectly with a full understanding
of specific work objectives and tasks. Moreover, PFBS management should provide
opportunities for training and developing job skills. These results are consistent with the
study of Nassar (2016) who showed that there is a medium to the low level of work
environment domains in Palestinian universities. The results concluded that Palestinian
universities need to pay more attention and development to guarantee a good work
environment with a suitable atmosphere that contributes to achieving the goals of the
universities. While, the results are inconsistent with the study of Nassar (2013) who
concluded the availability of work environment domains in the Education Department of
the UNRWA, the Ministry of Education, and Government Education with a medium

degree.
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Table (4.12): Distribution of the study participants according to their perceptions about
building trust domain

Strongly |Disagree |Moderately | Agree |Strongly
disagree | n(%) agree n(%) | agree | Meanf | SD
n(%b) n(%6) n(%6)
1. | The management |35(27.1) |52(40.3) | 16(12.4) |21(16.3)| 5(3.9) 2.29 1.15 45.80 8
takes into account
the feelings,
requests and
excuses of the
employees.
2. | Managers in the 11(8.5) |24(18.6) | 59(45.7) [29(22.5)| 6(4.7) 296 | 0.97 59.20 5
organization
behave fairly and
cooperatively.
3. | I canclearly 12(9.3) |22(17.1) | 67(51.9) [25(19.4)| 3(2.3) 288 | 091 57.60 6
identify what high
level management
expects of me and
what | expect
from them.
4. | The organization |21(16.3) |44(34.1) | 37(28.7) |23(17.8)| 4(3.1) 257 | 1.06 51.40 7
management seeks
to restore and
preserve
employees' rights.
5. | I feel completely 7(5.3) |22(17.1) | 41(31.8) [50(38.8)| 9(7) 3.25 | 1.00 65.00 2
confident in the
skills and ethics of
my direct boss.
6. | If I do mistakes, 5(3.9) [28(21.7) | 60(46.5) (32(24.8)| 4(3.1) 3.02 | 0.87 60.40 4
my direct boss is
willing to forgive
and forget.
7. | Icanrely on my 6(4.7) |24(18.6) | 35(27.1) |60(46.5)| 4(3.1) 325 | 0.95 65.00 2
co-workers
because they have
diverse skills and
experiences.
8. | Thereis climate of | 3(2.3) |16(12.4) | 33(25.6) |66(51.2)| 11(8.5) 351 | 0.90 70.20 1
understanding and
support between
me and my
coworkers

Building trust
domain

Weighted
mean

Rank

Total 297 | 068 59.40

SD: standard deviation; & £maximum score of mean = 5.

The distribution of the participants according to their perceptions about Building trust
domain is illustrated in table 4.12. When the healthcare provider asks about their
estimation regarding building trust domain, they showed that the total weighted mean for
Building trust domain was 59.4%. According to the results, the highest paragraph was
number (8) "There is climate of understanding and support between me and my
coworkers" with weighted mean 70.2%, followed by the paragraph number (5) "I feel
completely confident in the skills and ethics of my direct boss™ with weighted mean 65%.

While the lowest paragraph number was (1) "The management takes into account the
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feelings, requests and excuses of the employees™ with weighted mean 45.8% followed by
the paragraph number (4) "The organization management seeks to restore and preserve
employees' rights” with weighted mean 51.4%. In general, the results of (Building trust
domain) indicate a moderate agreement from participants (59.4%) on this domain. From
the researcher’s point of view, the management of PFBS needs to pay more attention
towards strengthening this dimension by taking into account the particularities of the
employees (feelings, needs, excuses, etc.), and behave fairly and cooperatively with the
employees, in addition to protecting and preserving employees' rights. The results about
(Building trust domain) are consistent with the study of Mohamadia (2016) who indicated
that the opinions of the participants on (Building trust domain) were low to medium. This
result indicates the need for more attention to promote trust-building and work to deepen
and strengthen building trust among workers at all management levels in the Jordanian
Tourism Promotion Authority. So, this would require the development of strategic plans
that contribute to the strengthening and development of trust-building. In addition, the
study by Al Karem (2016) & Al Bakkar (2012) showed that building trust domain was low
to medium and need more attention. While, the results are inconsistent with the study of
Zaied (2018) who showed that the level of building trust domain were high according to
study participants. The results indicated that the managements seek to develop and change,
and strive to improve employee performance. Also, the management realizes the
importance of building trust in strengthen relationships. In addition, the study of Abo Eda
(2017) & Banat (2016) indicated that building trust domain was high according to the
study participants.
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4.3.2 Descriptive statistic of innovation domains

Table (4.13): Distribution of the study participants according to their perceptions

about individual level domain

s Strongly ; Moderatel Strongly ;
Individual disagree Disagree y agree Agree agree Mean® | sp | Weighted

X Rank
level domain n(%%) n(%) n(o%) n(%) n(%%) mean an

Autonomy in
1. the work is 3(2.4) 57(44.2) | 39(30.2) | 27(20.9) 3(2.3) 277 | 0.89 55.40 6

encouraged
here.

We actively
2. seek new 4(3.1) 56(43.4) | 32(24.8) | 36(27.9) 1(0.8) 280 | 091 56.00 4

approaches.

The employee
3. has ability to 6(4.6) 46(35.7) | 45(34.9) 31(24) 1(0.8) 281 | 0.88 56.20 3
collect and
analyze data and
information
related to
problems before
making a
decision.

Taking initiative
4, is encouraged 5(3.9) 56(43.4) | 41(31.8) | 24(18.6) 3(2.3) 272 | 0.89 54.40 9
here.

There are
personal
development
here.

We
6. | stimulating 6(4.6) | 52(40.3) | 44(341) | 25(19.4) | 2(16) | 273 | 088 | 5460 | 7

work tasks.

Everyone’s

welcome here.

New ideas are
8. taken care of. 3(2.3) 33(25.6) 58(45) 32(24.8) 3(2.3) 2.99 0.83 59.80 2

New ideas are
9. often shared 5(3.8) 30(23.3) 54(41.9) | 39(30.2) 1(0.8) 3.01 0.85 60.20 1

here.

There is time for
10. | reflection in the 10(7.7) 45(34.9) | 47(36.4) | 26(20.2) 1(0.8) 2.71 0.90 54.20 11

work.

Tasks are
11. | assigned with 9(7) 47(36.4) | 44(34.1) | 28(21.7) 1(0.8) 2.73 0.91 54.60 7
regard to the
individual’s
skills.

Everyone has
12. | the opportunity 13(10.1) | 51(39.5) 55(42.6) 8(6.2) 2(1.6) 2.50 0.82 50.00 13
to influence
decisions that
are made within
the
organization.

The
13. organization 16(12.4) | 59(45.7) 35(27.1) | 14(10.9) 5(3.9) 2.48 0.98 49.60 14
introduces new
policies in terms
of recruitment,
rewards, and

incentives.
New ways of
14. | thinking are 12(9.3) 55(42.6) | 46(35.7) | 16(12.4) 0(0.0) 251 | 0.83 50.20 12
encouraged at
work.
Total 2.73 0.62 | 54.60

SD: standard deviation; & £maximum score of mean = 5.
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Distribution of the participants' perception according to their perceptions about the
individual level domain are presented in table 4.13. When the healthcare provider asks
about their estimation regarding the individual level domain, they showed that the total
weighted mean for individual-level domain was 54.6%. According to the results, the
highest paragraph was number (9) "New ideas are often shared here" with weighted mean
60.2%, followed by the paragraph number (8) "New ideas are taken care of" with weighted
mean 59.8%. While the lowest paragraph number was (13) "The organization introduce
new policies in terms of recruitment, rewards, and incentives" with weighted mean of
49.6% followed by the paragraph number (12) "Everyone has the opportunity to influence
decisions that are made within the organization™ with weighted mean of 50.0%. In general,
the results of (Individual-level domain) indicate that there is a moderate agreement from
participants (54.6%) on this domain. From the researcher’s point of view, these results
could be due to that PFBS does not take into consideration the need for introducing new
ideas to the work. For instance, the need for introducing new policies in recruitment,
rewards, and incentives. In addition, the management of PFBS needs to support and help
their employees and allow them to share and influence decisions that can contribute to
trust-building and making the employees introduce new ideas. This aligns with the study
of Chuesset, & Namara (2014), who showed that managers can negatively and positively
influence organizational innovation by the influencing innovation potential of employees
whether working as a group or individually.

The results are consistent with the study of Sabbah (2017) who showed that the company
does not pay enough attention to the human resources who can produce advanced products.
It mostly cares about customers, and competitors, and what they need to fulfill their
desires. While the results are inconsistent with the study of Bobaa (2012) who indicated
that the organization is adopting a policy in recruitment, providing incentives, and
allocating programs to improve and develop its services to increase the loyalty of its
customers. It also has measures to help effective communication and exchange of

knowledge between employees.
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Table (4.14): Distribution of the study participants according to their perceptions

about organizational level domain

Strongly Moderately Strongly

Organizational level - Disagree Agree £ Weighted
domain dlr??)g/or)ee n(%o) ?f(’l';; ;’ n(%) ?}%‘; § Mean b mean Rank

1. Our organization offers 8(6.2) 34(26.4) 56(43.4) |28(21.7)| 3(2.3) 2.88 0.90 57.60 1

guidance and support.
2. Our organization is 13(10.1) | 39(30.1) 49(38) 26(20.2)| 2(1.6) 2.73 0.95 54.60 4

mainly governed by goals

rather than by rules and

routines.
3. The organization conduct 11(8.5) 45(34.9) 48(37.2) |21(16.3)| 4(3.1) 271 0.95 54.20 6

fundamental changes in
organizational structures.

4. The organization provides | 15(11.6) | 51(39.5) 45(34.9) 12(9.3) 6(4.7) 2.56 0.98 51.20 14
additional innovative
services compared to
competitors.

5. | The organization takes 15(11.5) 49(38) 41(31.8) [22(17.1)| 2(1.6) 2.59 0.96 51.80 12
policies and procedures to
develop services and
marketing position.

6. The organization resorts 13(10) 56(43.4) 45(34.9) |13(10.1)| 2(1.6) 2.50 0.87 50.00 15
to external
agencies(consulting and
research centers) to
determine the future
directions of customers.

7. | The organization make 15(11.6) | 56(43.4) 32(24.8) [21(16.3)] 5(3.9) 257 | 1.02 51.40 13
changes in the design and

delivery of services in line
with modern technologies.

8. The organization seeks to 12(9.2) 50(38.8) 45(34.9) 18(14) 4(3.1) 2.63 0.94 52.60 9
provide free offers in
order to increase the
number of subscribers to
its services.

9. The organization takes 8(6.2) 43(33.3) 56(43.4) [16(12.4)| 6(4.7) 2.76 0.92 55.20 3
measures help to activate
communication and
exchange of knowledge
between employees.

10. | The organization takes 9(7) 49(38) 50(38.8) [18(13.9)| 3(2.3) 2.67 0.89 53.40 7
risks in decisions with the
aim of development and
creativity.

11. | There is enough time to 10(7.7) 32(24.8) 65(50.4) 18(14) 4(3.1) 2.80 0.89 56.00 2
bring new ideas in work.

12. | physical resources are 16(12.4) | 35(27.1) 64(49.6) 9(7) 5(3.9) 2.63 0.93 52.60 9
available to develop new
ideas.

13. | The organization allocates 7(5.5) 51(39.5) 47(36.4) |19(14.7)| 5(3.9) 2.72 0.92 54.40 5
programs to improve and
develop services to
increase the loyalty of its
customers.

14. | The organization conducts | 8(6.2) | 55(42.6) 39(30.2) |25(19.4)] 2(1.6) 267 | 091 53.40 7
a new way to build,
modify, and improve its
services process.

15 | Top management 7(5.4) 61(47.3) 34(26.4) |27(20.9) 0(0) 2.63 0.88 52.60 9
considers innovation as
the responsibility of
everyone in the
organization.

Total 2.67 0.67 53.40

SD: standard deviation; & £maximum score of mean = 5.
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Distribution of the participants' perception according to their perceptions about the
organizational level domain are presented in table 4.14. When the healthcare provider asks
about their estimation regarding the organizational level domain, they showed that the total
weighted mean for the organizational level domain was 53.4%. According to the results,
the highest paragraph was number (1) "Our organization offers guidance and support"
with weighted mean 57.6%, followed by the paragraph number (11) "There is enough time
to bring new ideas in work" with weighted mean 56%. While the lowest paragraph number
was (6) "The organization resorts to external agencies (consulting and research centers) to
determine the future directions of customers" with weighted mean 50% followed by the
paragraph number (4) "The organization provides additional innovative services compared
to competitors™ with weighted mean 51.2% From researcher’s point of view, this means
that PFBS needs more attention to enhance the concept of organizational level innovation
by following certain steps like adopting additional innovative services, guidance, and
support to their employees. In addition, they should be more open to external agencies
(consulting and research centers) to determine the future directions of customers. In
general, the results of (organizational level domain) indicate that there is a low agreement
from participants (53.4%) on this domain. These results are inconsistent with the study of
Bobaa (2012) who indicated that the opinions of participants on organizational innovation
are positive, indicating the agreement of the participants on the importance of
organizational innovation and its contribution to the continued development it in the world

of competition.
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4.3.3 Descriptive statistic of adaptability domains

Table (4.15): Distribution of the study participants according to their perceptions
about Creating change (Change capability) domain

Creating Strongly Disaqree Adree
change(Change | disagree n(‘?/o) agree n(g%) agree Mean® SD
capability) domain | n(%) n(%) n(%o)
1. | The way things are 4(3.1) | 60(46.5) | 35(27.1) | 24(18.6) | 6(4.7) 2.75 0.95 55.00 4
done is very flexible
and easy to change.
2. We respond well to 5(3.9) | 59(45.7) | 36(27.9) 26(20.2) | 3(2.3) 271 0.91 54.20 5
competitors and
other changes in the
business
environment
3. | The organization 10(7.7) | 45(34.9) | 37(28.7) | 33(25.6) | 4(3.1) 2.81 1.01 56.20 3
consider change as
it opens
opportunities for
growth and
increasing profits in
our organization.

4. Attempts to create 10(7.8) | 43(33.3) 27(20.9) 45(34.9) | 4(3.1) 2.92 1.06 58.40 1
change are usually
meet with resistance
5. Different parts of 10(7.8) | 39(30.2) | 36(27.9) | 44(34.1) | 129(0) 2.88 0.97 57.60 2
the organization
often cooperate to
create change.

6. | The organization 18(14) | 57(44.1) | 38(29.5) | 13(10.1) | 3(2.3) 243 0.93 48.60 10
has scenarios to
prepare for change.
7. | The organization 14(10.8) | 56(43.4) | 33(25.6) | 24(18.6) | 2(1.6) 257 0.97 51.40 7
management able to
make decisions
quickly when work
conditions changed.
8. The organization 11(8.5) | 61(47.3) 40(31) 15(11.6) | 2(1.6) 2.50 0.87 50.00 9
conducted a survey
of the work
environment to
reduce the threats it
faces.

9. The organization 13(10.1) | 46(35.6) 46(35.7) 21(16.3) | 3(2.3) 2.65 0.95 53.00 6
deploy its resources
to respond to the
opportunities.

10. | The organization 21(16.3) | 48(37.2) | 36(27.9) |[21(16.3) | 3(2.3) 251 1.02 50.20 8
owns activities to
collects information
about the external
environment.

Moderately Strongly

Weighted
mean

Rank

Total 2.67 0.68 53.40

SD: standard deviation; & £maximum score of mean = 5.

Distribution of the participants' perception according to their perceptions’ about creating
change (change capability) domain are presented in table 4.15. When the healthcare
provider asks about their estimation regarding creating change (change capability) domain,
they showed that the total weighted mean for creating change (change capability) domain
were 53.4%. According to the results, the highest paragraph was number (4) "Attempts to

create change are usually meet with resistance™ with weighted mean 58.4%, followed by
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the paragraph number (5) "Different parts of the organization often cooperate to create
change™" with weighted mean 57.6%. While the lowest paragraph number was (6) "The
organization has scenarios to prepare for change™ with weighted mean 48.6% followed by
the paragraph number (8) "The organization surveyed the work environment to reduce the
threats it faces" with weighted mean 50%. From the researcher’s point of view, this means
that PFBS needs to pay more attention to improve this dimension through multiple certain
steps like flexibility, effective response to competitors, and other changes in the business
environment, and also to consider change as opportune for growth and increasing profits.
This entails adopting scenarios to prepare for the change. These results are inconsistent
with the study of Nesbit (2014) who concluded a high degree of agreement from
participants on "change capacity” which was clearly existed in employees' beliefs and
attitudes, as they say, that "change is a fact of life". Participants indicated that they have a
strong desire to make changes that can benefit their customers. These results are
inconsistent with study of Yaghy (2017) which concluded that the management analyzes
the internal environment in order to identify the strengths and weaknesses to capture

present or future advantages and benefits.
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Table (4.16): Distribution of the study participants according to their perceptions about

customer focus domain

Strongly Moderately
disagree agree agree |Mean | SD
n(%) n(%b) n(%)
1. | Customer 3(2.3) |24(18.6) | 32(24.8) |68(52.7)] 2(1.6) | 3.33 | 0.88 66.60 1
comments and
recommendations
often lead to
changes.

2. | Customer input 4(3.1) |24(18.6) 40(31) |56(43.4)| 5(3.9) | 3.26 | 0.91 65.20 2
directly influences
our decisions.

3. | All members have 6(4.7) | 10(7.8) | 59(45.6) |52(40.3)] 2(1.6) | 3.26 | 0.82 65.20 2
a deep
understanding of
customer wants
and needs.

4. | The interests of the | 2(1.6) | 49(38) 50(38.8) |25(19.3)| 3(2.3) | 2.83 | 0.84 56.60 7
customer are often
get ignored in our
changes.

5. | The organization 2(1.5) | 18(14) 56(43.4) |50(38.8)| 3(2.3) | 3.26 | 0.79 65.20 2
encourage direct
contact among
customers and
employees.

6. | The organization 6(4.7) |27(20.8) | 65(50.4) [29(22.5)| 2(1.6) | 295 | 0.83 59.00 5
responds quickly to
developments in
customer requests
and suggestions.

7. | The organization 11(8.4) | 40(31) 42(32.6) |(34(26.4)| 2(1.6) | 2.81 | 0.97 56.20 8
management
conducts a survey
of the environment
in order to identify
the needs of
customers.

8. | The organization 10(7.8) |37(28.6) | 44(34.1) |34(26.4)] 4(3.1) | 2.88 | 0.99 57.60 6
encourages
employees to
interact and
communicate with
customers.

Customer focus Strongly

domain

Disagree
n(%b)

Agree
n(%o)

Weighted
mean

Rank

Total 3.07 |0.61 61.40

SD: standard deviation; & £maximum score of mean = 5.

Distribution of the participants' perception according to their perceptions about customer
focus domain are presented in table 4.16. When the healthcare provider asks about their
estimation regarding customer focus domain, they showed that the total weighted mean for
customer focus domain was 61.4%. According to the results, the highest paragraph was the
number (1) "Customer comments and recommendations often lead to changes" with
weighted mean 66.6%, followed by the paragraph number (2) "Customer input directly
influences our decisions” with weighted mean 65.2% While the lowest paragraph number
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was (7) "The organization management conducts a survey of the environment to identify
the needs of customers™ with weighted mean 56.2% followed by the paragraph number (4)
"The interests of the customer are often get ignored in our changes” with weighted mean
56.6%.

In general, this could be due to that the customer comments and recommendations
occasionally lead to changes in PFBS, and customer opinion sometimes can influence the
organization's decisions. However, PFBS still needs to devote more efforts to improve the
"customer focus domain” by responding quickly to customer requests and suggestions, and
conducting a survey of the environment to identify the needs of customers. In addition,
PFBS should encourage employees to interact and communicate with customers. The
results are inconsistent with the study of Nesbit (2014) who indicated that overall adaptive
culture in the organization pays high attention to the adaptation dimension “Focus on
Customer”. This inconsistent could be due to the difference in sample size, and study

design.
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Table (4.17): Distribution of the study participants according to their perceptions about

learning organization dimensions' domain and organizational survival domain

No D_l Lea_rnlng organization Meant | SD Weighted t P- Rank
dimensions domain mean value

L. | continuous learning 3.05 0.65 61.00 0.787 | 0.433 4

2. Inquiry and dialogue 3.08 | 0.70 61.60 1.22 0.225 2

3. | Team learning 3.13 0.68 62.60 2.113 | 0.037" 1

4, \Ifir;g(r)]wer people toward a collective 306 0.68 61.20 0.98 0.329 3

5. ICreat_e systems to capture and share 297 0.70 59.40 0566 | 0573 5
earning

6. Coqnect the organization to its 275 073 5500 3.834 | 0.000" 7
environment

I Strategic leadership 2.85 0.79 57.00 -2.184 | 0.031" 6
Total learning organization 298 | 058 | 59.60 | -0.438 | 0.662
dimensions items

o . . £ Weighted P-
Organizational survival domain Mean SD mean t value Rank

L Authority delegation 3.28 | 0.73 65.60 4.282 | 0.000° 1

2. Participation in decision-making 3.00 | 0.73 60.00 0.013 | 0.989 3

3. | Work environment 2.93 0.71 58.60 -1.199 | 0.233 5

4. Building trust 2.97 | 0.68 59.40 -0.553 | 0.581 4
Employee empowerment 3.03 0.61 60.60 0.48 0.632

6. | Individual level 273 | 0.62 54.60 -4.898 | 0.000" 1

7. Organizational level 2.67 0.67 53.40 -5.6 0.000 2
Innovation 2.70 | 0.61 54.00 -5.612 | 0.000"

L Creating change (Change capability) 2.67 0.68 53.40 -5.453 | 0.000" 2
2. | customer focus 3.07 | 0.61 61.40 1.401 | 0.164 1
Adaptability 2.85 | 0.56 57.00 -3.022 | 0.003
Total organizational survival items 2.87 0.56 57.40 -2.714 | 0.008
All domain questionnaire 291 | 0.54 58.20 -1.876 | 0.063

*P<0.05: Significant, P>0.05: Not significant; SD: standard deviation; t: one-sample t-test compares cut off

value (3) & £ maximum score of mean = 5.

Table 4.17 showed the distribution of the participants’ perceptions according to their

responses about the total domains. When the healthcare provider asks about their

estimation regarding learning organization dimensions' domain, they showed that the total

weighted mean for learning organization dimensions’ domain was 59.6% and not

significance more than 0.05. According to the results, the highest domain was number (3)

"Team learning domain™ with weighted mean 62.6% and significance less than 0.05,
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followed by the paragraph number (2) "Inquiry and dialogue domain "with weighted mean
61.6% and not significance more than 0.05. While the lowest paragraph number was (6)
"Connect the organization to its environment domain t" with weighted mean 55% and
significance less than 0.05 followed by the paragraph number (7) "Strategic leadership
domain” with weighted mean 57% and significance of less than 0.05. In general, these
results could be due to that the learning organization focuses on group and team learning
rather than individual learning. This happens through collective procedures adopted by top
management to develop their employees which contribute to the learning of its individuals
and constantly change itself. Furthermore, the learning organization is an organization that
learns through its members individually and collectively to create competitive advantages
by effectively handling internal and external generated change. From the researchers’
point of view, PFBS needs to pay more attention to promote a learning organization
approach and adopt all characteristics of the learning organization to gain the opportunity
toward change and development. The results are in line with the study of Hale (2014), who
argued that in the time being, we are in a significant need for an existing the learning
organization approach in our organizations but unfortunately, this is a little far from the
application. Also, the results are in line with the study of Deeb, & Merhej (2016) who
showed that strategic leadership that supporting learning at Tishreen University is in a low
degree according to participants. In addition, the results align with Al-Telbani & Al-Salem
(2011), who showed that the dimensions of the learning organization (encouraging
dialogue and inquiry, cooperation and team learning, group vision, share learning, and
connect the organization to the external environment) does not exist in Al Shifa Medical

Complexes in the Gaza strip.

Furthermore, the results align with the study of Abu Azira (2007), who showed that the
level of availability of characteristics of the learning organization dimensions in the
UNRWA center for the development of education in the Gaza Strip is weak at all levels.
While the results conflict with the study of Al-Banna (2012), who revealed that the
learning organization strategies are available in the school management practice in the
Gaza Strip was in medium degree. In addition, the results are inconsistent with Murtajah
(2016) who revealed that all dimensions of learning organization in AL- Azhar University-

Gaza according to their employees was in medium degree. Furthermore, the results are
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inconsistent with the study of Sweden (2014), which indicated that the implementation
level of the learning organization approach at Al Istiglal University in Syria was in a high
degree. From the researcher’s point of view, this inconsistency could be due to the
differences in countries' cultures, the studied places, and the differences in the studied

sample.

Organizational survival domain, the results showed the total weighted mean for learning
organization dimensions' domain were 60.6% and significance less than 0.05. According to
the results, the highest paragraph was number (1) "Authority delegation domain” with
weighted mean 65.6% and significance less than 0.05, followed by the paragraph number
(2) "Participation in decision-making domain” with weighted mean 60% and not
significance more than 0.05. While the lowest paragraph number was (4) "Building trust
domain " with weighted mean 59.4% and not significance more than 0.05 followed by the
paragraph number (3) "Work environment domain " with weighted mean 58.6% and not
significance more than 0.05. However, the weighted mean of innovation was 54.0% and
significance less than 0.05 while adaptability weighted mean of innovation was 57.0% and
significance less than 0.05. The total organizational survival items were 57.0% (P< 0.05)
while all domain questionnaire weight-mean were 58.2% and not significance more than
0.05. The results indicated that PFBS has a low chance of survival in the face the
environmental changes. This could be due to the that the participant's opinion on
dimensions of organizational survival (Employees empowerment, Innovation,
Adaptability) was in low degrees. From the researchers’ point of view, PFBS needs huge
efforts to promote dimensions of organizational survival in the organization through
improving organizational survival domain aspects. In regards to (Employees'
empowerment domain), PFBS needs to adopt the authority delegation concept in the
management process, involving the employees in decision-making processes, paying more
efforts to improve the work environment. In addition, more attention to enhancing the

culture of building trust between management and employees should be paid.

Erengwa, Nwuche, & Anyanwu (2017) indicated that employee participation is an
important component of organizational survival and this is worth considering. The results
are consistent with the study of Al Doeik (2018) who concluded weakness in the

dimension of "Empowerment” according to the participants. This could be due to the
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deterioration in the financial situation in PFBS which led to weakness in coverage of the
necessary expenses for training and development courses. In regard to (Innovation
domain), PFBS needs to enhance the culture of innovation at both side's individual and
organizational levels. PFBS needs to introduce new ideas to work such as new policies in
recruitment, rewards, and incentives in addition to supporting helping their employees.
Also, the PFB should allow the employees to share and influence decisions so they can

promote building trust and make the employees introduce new ideas.

Moreover, PFBS needs to pay more efforts towards improving (organizational level
innovation) by introducing additional innovative services, in addition to the guidance and
support to their employees. Also, the PFBS should be open to external agencies (consulting
and research centers) to determine the future directions of customers. According to
Ogedegbe (2011), innovation as a new concept is based on the knowledge, skills, and

creativity of individuals, and organizations.

With regards to (adaptability domain), PFBS needs more concern to promote creating a
changing culture in the organization, in addition to working more on increasing customer
focus. PFBS should seek to be flexible, respond well to competitors and other changes in
the business environment, and consider change as opportunities for growth and increasing
profits. In addition to seeking scenarios to prepare for change. Also, PFBS needs to
respond quickly to developments to customer requests and suggestions and surveys the
environment to identify the needs of customers. In addition, they should encourage
employees to interact and communicate with customers. The results are inconsistent with
the study of Akhigbe, & Shedrack (2017) who indicated that any organization seeking to
survive in a competitive and dynamic business environment must strive to learn to adapt to
the environment in which finds itself in. Besides, the results are inconsistent with the study
by Olugher, and Oke (2014) which revealed that supporting, and motivating employees are
necessary for the survival and success of the organization. The motivation of employees
includes management support, employee participation, work environment, job

characteristics, and exist suitable reward system.
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Table (4.18): Distribution of the study participants according to their perceptions about the
most important challenges that facing you during work in the organization

Most important challenges that facing you during c Weighted
work in the organization Mean™ | 3D mean Rank
1. | There is no employee empowerment and delegation 3.81 |0.166 45.57 3
of powers during work.
2. | There is no participation in decisions making during 4.22 | 0.157 39.71 5
work.
3. | An unsuitable work environment. 3.83 [0.172 45.29 4
4. | The management of the organization does not 343 |0.119 51.00 2

encourage innovation at the individual and
organizational levels.
5. | Lack of adaptation and ability to change in the 3.19 |0.149 54.43 1

organization.

6. | There are no systems for sharing knowledge and 5.05 |0.167 27.86 7
learning in the organization.
7. | There is no connection between the organization and 447 |0.201 36.14 6

the external environment

SD: standard deviation

Distribution of the participants' perception according to their perceptions about the most
important challenges that face you during work in the organization domain are presented in
table 4. 18. When the healthcare provider asks about their estimation regarding the most
important challenges faced by managers and employees in adopting the learning
organization approach. They showed that the highest paragraph number was (5) "Lack of
adaptation and ability to change in the organization" with a weighted mean of 54.43%
followed by the paragraph number (4) "The management of the organization does not
encourage innovation at the individual and organizational levels” with weighted mean
51.00%. While the lowest paragraph was number (6) "There are no systems for sharing
knowledge and learning in the organization" with weighted mean 27.86%, followed by the
paragraph number (7) "There is no connection between the organization and external
environment” with weighted mean 36.14%.

The results mean that the most important challenges facing the participants are item
number (5) "Lack of adaptation and ability to change in the organization”, and item
number (4) "The management of the organization does not encourage innovation at the

individual and organizational levels”. From the researcher’s point of view, PFBS needs
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more attention to improve and enhance all characteristics of the concept of innovation and
adaptability in the organization. As mentioned above, the weighted mean of innovation
was 54.0% and the significance is less than 0.05 which indicates low agreement from
participants and thus needs improving. Also, the adaptability weight-mean was 57.0%,
which indicates moderate agreement from participants and needs attention as well. Al-
Rifai, Al-Shayyab Al-Rawabdeh (2013), showed that the major challenges that prevent the
application of the concept of the learning organization are the following of traditional
administrative patterns that resist change and the weak existence of an organizational
culture that encourages learning. The study also showed the existence of challenges such as
poor participation in courses and training programs and attending conferences, seminars,
and workshops. According to Senge (2007), to build a learning organization, organizations
must cope with these challenges: Challenges of the beginning, challenges of survival, and
challenges of thinking in redesigning and the level of organization. The results of
(adaptability) are inconsistent with the study of Yaghy (2017) who indicated that the
degree of change management in NGOs in Palestine was high where the participants
agreed that change management aims to achieve internal and external adaptability,
including the transformation to an organization more capable of solving problems. In
addition, there is a study conducted by Sager (2010) indicated the availability of
organizational adaptability in the Egyptian Company for contacts by adaptation with
policies, rewards, and organizational goals. While, the results of (Innovation) are
consistent with the study of Deeb, & Merhej (2016) who showed that the participants
showed that there is a low level of organizational innovation at Tishreen University.
According to Erengwa, Nwuche, & Anyanwu (2017), organizations that doesn't adopt a
positive attitude toward innovation and the creation of new ideas will be far away from

surviving in the market place today.
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4.4 Mean difference of the participants’ perception in learning organization
dimensions and organizational survival studied domains related to their socio-

demographic data

Table (4.19): The mean difference of the participants’ perception in studied domains

according to age groups

Age (years)
Domains Mean of domains F P-

<30 | 31-40 | 41-50 | >50 value
D1.1 Continuous learning 3.06 | 3.03 | 3.03 |3.09|0.063 | 0.979
D1.2 Inquiry and dialogue 3.1 | 3.06 | 3.02 | 3.16 | 0.168 | 0.918
D1.3 Team learning 3.23| 3.05 | 3.15 | 3.09 | 0.507 | 0.678
D1.4 Empower people toward a collective vision | 3.13 | 2.96 | 3.13 | 3.04 | 0.546 | 0.652
D1.5 Create systems to capture and share learning | 2.97 | 2.97 | 2.99 | 2.91 | 0.045 | 0.987
D1.6 Connect the organization to its environment | 2.74 | 2.83 | 2.57 | 2.92 | 1.267 | 0.289
D1.7 Strategic leadership 293 | 2.84 | 2.81 |2.78|0.198 | 0.898
D1 Learning organization dimensions 3.02| 296 | 2.95 3 |0.092 | 0.964
D2.1 Authority delegation 3.28| 329 | 3.35 | 3.1 | 0.506 | 0.679
D2.2 Participation in decision-making 3.19| 3.07 29 |2.68|2404|0.071
D2.3 Work environment 3.06| 29 291 | 2.79 | 0.638 | 0.592
D2.4 Building trust 3.05| 293 | 298 |2.88|0.325 | 0.807
D2 Employee empowerment 3.14 | 3.03 | 3.01 |2.84|0.963 | 0.413
D3.1 Individual level 287 | 275 | 27 |252| 1.36 | 0.258
D3.2 Organizational level 2.68 | 2.75 26 | 2570439 |0.725
D3 Innovation 277 | 275 | 2.65 | 2.54 |0.727 | 0.538
D4.1 Creating change (Change capability) 277 | 277 | 256 |2.48 | 1.362 | 0.258
D4.2 Customer focus 297 | 3.09 | 3.12 |3.16 | 0.504 | 0.68
D4 Adaptability 286 | 291 | 281 |2.78|0.336 | 0.8
DD2 Organizational survival 294 | 29 2.83 | 2.72|0.727 | 0.538
Total 297 | 292 | 2.88 |2.83|0.298 | 0.827

*Significant at P<0.05, P>0 05: Not significant; F: ANOVA test (Analysis of variance) & £ maximum score of mean=5

The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to their age groups showed in table 4.19. The
statistical test by using One-way ANOVA showed there is no statistically significant
difference in the average of studied domains between age groups (P>0.05). The results are
in line with the study of Murtajah (2016) who revealed that no statistically significant
difference attributed to the age of study participants exists for the availability extent of the
dimensions of the learning organization in AL- Azhar University- Gaza. In addition, the
results are corresponding with the study of Bikmoradi, Faradmal, & Torabi, (2015), who
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showed that no significant correlations for learning organization dimensions with age exist

in intensive care units of teaching hospital in Hamadan, Iran.

While, the results are inconsistent with the study of Sulfan & Mohamed, (2012) who
showed that there are statistically significant differences in the learning organization
(strategic leadership dimension) due to the difference in the age group, in favor of the
group from 20 to less than 30 years, and in favor of the group from 50 to less than 60
years, in Saudi Credit and Saving Bank in AL Riyad. The results are also inconsistent with
the study Al-Rifai, Al-Shayyab, & Al-Rawabdeh (2013), who revealed that many
challenges limit the applicability of learning organization in the Jordanian public sector
attributed to variables of the age group, in favor of 30 years or less. This could be due to

the difference in countries' cultures, studied places, and sample sizes.

Table (4.20): Mean difference of the participants’ perception in learning organization

dimensions and organizational survival studied domains related to their gender

Gender
Domains Mean of domains |t P-value
Male | Female
D1.1 Continuous learning 3.10 2.94 1.284 0.202
D1.2 Inquiry and dialogue 3.15 2.93 1.703 0.091
D1.3 Team learning 3.17 3.03 1.153 0.251
D1.4 Empower people toward a collective vision 3.11 2.95 1.267 0.207
D1.5 Create systems to capture and share learning 3.03 2.84 1.424 0.157
D1.6 Connect the organization to its environment 2.82 2.62 1.471 0.144
D1.7 Strategic leadership 2.92 2.70 1.517 0.132
D1 Learning organization dimensions 3.04 2.85 1.685 0.094
D2.1 Authority delegation 3.35 3.11 1.789 0.076
D2.2 Participation in decision-making 3.00 3.01 -0.105 | 0.916
D2.3 Work environment 2.99 2.80 1.433 0.154
D2.4 Building trust 2.99 2.92 0.517 0.606
D2 Employee empowerment 3.06 2.95 0.949 0.344
D3.1 Individual level 2.71 2.77 -0.508 | 0.613
D3.2 Organizational level 2.70 2.60 0.825 0.411
D3 Innovation 2.71 2.68 0.22 0.826
D4.1 Creating change (Change capability) 2.70 2.61 0.698 0.486
D4.2 Customer focus 3.06 3.10 -0.268 0.789
D4 Adaptability 2.86 2.83 0.343 0.732
DD2 Organizational survival 2.89 2.82 0.594 0.554
Total 2.95 2.84 1.082 0.281

*Significant at P<0.05, P>0 05: Not significant; t: independent t test & £ maximum score of mean = 5.
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The mean difference of the participants’ perception in learning organization dimensions
and organizational survival in the studied domains related to their gender showed in table
4.20. The independent t-test showed there is no statistically significant difference between
means male and female in studied domains (P>0.05). The results are in line with the study
of Sulfan & Mohamed, (2012) who showed that there are no statistically significant
differences in the learning organization dimensions attributed to gender, in Saudi Credit
and Saving Bank in Riyadh. Also, the results are corresponding with the study of
Bikmoradi, Faradmal, & Torabi, (2015), who showed revealed no significant correlations
for learning organization dimensions with gender, in intensive care units of teaching
hospital in Hamadan, Iran. The results are also consistent with the study of Murtajah
(2016) who revealed no existence of statistically significant differences attributed to the
gender of study participants regarding the availability extent dimensions of the learning
organization in AL- Azhar University- Gaza. While, the results are corresponding with the
study of Akram et al. (2013), who found a statistically significant difference existed
between boys’ and girls’ schools on most of the learning organization dimensions'
questionnaire according to Watkins and Marsick at high and low-performing high schools
in Pakistan. The results are inconsistent with the study of Murtajah (2016) who revealed
that there are statistically significant differences attributed to gender variables in all
dimensions of the learning organization, in the favor of females. In addition, the results
align with the study of Radwan et al. (2014), who indicated that there are statistically
significant differences with learning organization dimensions attributed to gender, in favor
of males. This inconsistent could be due to the difference in participants' ages, sample size,

cultural differences in both studies.
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Table (4.21): Mean difference of the participants’ perception in learning organization

dimensions and organizational survival studied domains related to their marital status

Marital status
Domains Mean of domains t P-value
Married | Unmarried
D1.1 Continuous learning 3.02 3.16 -0.931 | 0.353
D1.2 Inquiry and dialogue 3.08 3.05 0.193 | 0.848
D1.3 Team learning 3.13 3.13 -0.033 | 0.974
D1.4 Empower people toward a collective vision 3.03 321 -1.14 | 0.256
D1.5 Create systems to capture and share learning 2.96 3.01 -0.303 | 0.762
D1.6 Connect the organization to its environment 2.74 2.84 -0.611 | 0.542
D1.7 Strategic leadership 2.84 291 -0.382 | 0.703
D1 Learning organization dimensions 2.96 3.04 -0.596 | 0.552
D2.1 Authority delegation 3.27 331 -0.263 | 0.793
D2.2 Participation in decision-making 2.96 3.17 -1.227 | 0.222
D2.3 Work environment 291 3.00 -0.557 | 0.578
D2.4 Building trust 2.94 3.08 -0.852 | 0.396
D2 Employee empowerment 3.00 3.13 -0.895 | 0.372
D3.1 Individual level 2.70 2.88 -1.226 | 0.222
D3.2 Organizational level 2.64 2.80 -1.034 | 0.303
D3 Innovation 2.67 2.84 -1.196 | 0.234
D4.1 Creating change (Change capability) 2.63 2.89 -1.67 | 0.097
D4.2 Customer focus 3.08 3.07 0.034 | 0.973
D4 Adaptability 2.83 2.97 -1.11 0.269
DD2 Organizational survival 2.84 2.98 -1.113 | 0.268
Total 2.89 301 | -0.948| 0.345

*Significant at P<0.05, P>0 05: Not significant; t: independent t test & £ maximum score of mean = 5.

The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to their marital status showed in table 4.21.
The independent t-test showed there is no statistically significant difference in the average
of studied domains between married and unmarried (P>0.05). The results are consistent
with the study of Nazari et al. (2012), which found that there are no statistically significant
differences in the learning organization dimension attributed to marital status according to
participants in Technical and Vocational Colleges in Iran. The results are in line with the
study of Sweden (2014), Bikmoradi, Faradmal, & Torabi (2015), and Akram et al. (2013),
who indicated there are no statistically significant differences in the learning organization

dimensions attributed to marital status.
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Table (4.24): Mean difference of the participants’ perception in learning organization

dimensions and organizational survival domains related to their income

Income (NIS)
_ Mean of domains *
Domains More F P-value
1450 0r | 1451 - | 2501- than
less 2500 3000 3000
D1.1 Continuous learning 2.99 3.18 2.97 3.13 0.589 0.623
D1.2 Inquiry and dialogue 3.02 3.18 3.26 3.08 0.578 0.631
D1.3 Team learning 3.09 3.14 2.89 3.32 1.297 0.278
D1.4 Empower people 209 | 307 | 295 | 328 | 1346 | 0262
toward a collective vision
D1.5 Create systems to 203 | 300 | 304 | 300 | 0153 | 0928
capture and share learning
D1.6 Connect the
organization to its 2.75 2.85 2.86 2.67 0.288 0.834
environment
D1.7 Strategic leadership 2.80 2.79 2.76 3.04 0.677 0.568
D1 Learning organization 203 | 303 | 296 | 307 | 0430 | 0732
dimensions
D2.1 Authority delegation 3.22 3.26 3.36 3.38 0.373 0.772
D2.2 Participation in 304 | 318 | 319 | 271 | 2187 | 0093
decision-making
D2.3 Work environment 2.97 2.97 2.90 2.80 0.385 0.764
D2.4 Building trust 2.93 3.10 3.04 2.95 0.320 0.811
D2 Employee 303 | 312 | 311 | 293 0454 | 0.715
empowerment
D3.1 Individual level 2.80 2.72 2.73 2.56 1.038 0.378
D3.2 Organizational level 2.66 2.71 2.65 2.67 0.031 0.993
D3 Innovation 2.73 2.72 2.69 2.62 0.237 0.870
D4.1 Creating change 272 | 277 | 288 | 241 | 2013 | 0116
(Change capability)
D4.2 Customer focus 3.02 3.08 3.04 3.22 0.715 0.545
D4 Adaptability 2.85 291 2.95 2.77 0.382 0.766
DD2 Organizational 288 | 292 | 292 | 278 | 0341 | 0.79
survival
Total 2.90 2.97 2.93 2.89 0.083 0.969

*Significant at P<0.05, P>0 05: Not significant; F: ANOVA test (Analysis of variance) & £ maximum score of mean = 5

The mean difference of the participants’ perception in learning organization dimensions

and organizational survival domains related to their income groups showed in table 4.23.

The statistical test by using One-way ANOVA showed there is no statistically significant
difference in the mean of studied domains between income groups (P>0.05). These results
are consistent with studies of Murtajah (2016), Sulfan & Mohamed, (2012), Al-Rifai, Al-
Shayyab, & Al-Rawabdeh (2013), and Bikmoradi, Faradmal, & Torabi, (2015) who
showed that there are no statistically significant differences attributed to learning

organization dimensions with income.
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Table (4.25): The mean difference of the participants’ perception in learning organization

dimensions and organizational survival domains related to their education level

Education levels F P-value
Domains Mean of domains *
: Ph.D. &
Diploma | Bachelor | Master Board
D1.1 Continuous learning 3.00 2.99 3.15 3.23 0.732 0.535
D1.2 Inquiry and dialogue 3.05 3.02 3.17 3.21 0.399 0.754
D1.3 Team learning 3.05 3.15 3.16 3.24 0.358 0.784
D1.4 Empower people toward a
collective vision 2.92 3.04 3.27 3.26 1.773 0.156
D1.5 Create systems to capture and
share learning 2.92 2.97 291 3.21 0.646 0.587
D1.6 Connect the organization to
its environment 2.71 2.79 2.70 2.85 0.207 0.892
D1.7 Strategic leadership 2.76 2.82 3.14 2.79 1.238 0.299
D1 Learning organization
dimensions 291 2.97 3.06 3.12 0.604 0.613
D2.1 Autho_rity_delggatiop_ 3.18 3.26 3.47 3.35 0.839 0.475
%ﬁ%""”'“patmn in decision- 2,82 326 | 2.90 2,85 3.409 | 0.020*
D2.3 Work environment 2.85 3.03 2.94 2.78 0.715 0.545
D2.4 Building trust 2.82 3.11 2.96 2.98 1.529 0.210
D2 Employee empowerment 2.90 3.16 3.04 2.96 1.558 0.203
D3.1 Individual level 2.69 2.83 2.66 2.62 0.727 0.538
D3.2 Organizational level 2.58 2.76 2.68 2.62 0.586 0.625
D3 Innovation 2.64 2.80 2.67 2.62 0.672 0.571
D4.1 Creating change (Change
capability) 2.63 2.83 2.44 2.64 1.862 0.140
D4.2 Customer focus 2.89 3.21 3.05 3.30 2.977 0.034*
D4 Adaptability 2.74 3.00 2.71 2.93 2.325 0.078
DD2 Organizational survival 2.77 2.99 2.83 2.83 1.318 0.271
Total 2.82 2.98 2.92 2.94 0.664 0.576
Post-Hoc test
: . P- Post-Hoc
Domains Education level F value P-value
D2.2 Participation in decision-making Diploma ® 3.409 | 0.020" | 0.003%%" ]0.055°"°
Bachelor ° 0.6523°¢ 10.071°%¢
Master ° 0.881%Y°¢ 10.842°¢¢
Ph.D. & Board °
Total
D4.2 Customer focus Diploma ? 2.977 | 0.034" | 0.010%%® | 0.312°"°
Bachelor ° 0.283%%¢ | 0.618°%¢
Master ° 0.0283¥% | 0.235°%¢
Ph.D. & Board °
Total

*Significant at P<0.05, P>0 05: Not significant; N: number of the subjects; SD: standard deviation; F: ANOVA

test (Analysis of variance) & £ maximum score of mean = 5.

The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to their education level groups showed in
table 4.25. The statistical test by using One-way ANOVA showed that there is a
statistically significant difference between education level in means score of participation in
decision-making domain (F = 3.409, P = 0.029) and customer focus domain (F = 2.977, P
= 0.034). Post Hoc (LSD) test was illustrated that the mean of was lower statistically
significant in the score of participation in decision-making domain for bachelor degree
compared to diploma degree (P=0.003). The results are consistent with studies of Murtajah
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(2016), Sulfan & Mohamed, (2012), Al-Rifai, Al-Shayyab, & Al-Rawabdeh (2013), and
Bikmoradi, Faradmal, & Torabi, (2015) who showed that there are no statistically
significant differences attributed to learning organization dimensions with education level.
The results are inconsistent with the study of Tseng (2010) who showed that there are
significant differences in learning organization dimensions' implementation attributed to
participants with a doctorate, master, two-year college, senior high school, and junior high
school degrees. On the other hand, the results showed that there is a significant
relationship between education level and organizational survival dimensions (participation
in decision-making in the employee empowerment domain) in favor of bachelor degrees.
From the researcher’s point of view, this could be due to that the employees who have
bachelor's degrees have a good education level, management background, and good level
of work experience. This qualifies them to participate in making decisions together with
managers. The results are consistent with the study of Mohamadia, O. (2016) who showed
that the results of the participant's opinions on " participation in decision-making" were
(high), which indicates that the level of participation in decision-making by the Jordan
Tourism Board was good. While, the results conflict with the study of Rajey, O. (2015)
who showed that the study participants are not involved in making decisions, and they are
not consulted on the level of performance during the courses and workshops while the
management consults them in lower management decisions only.

Regarding customer focus domains, the results showed that the mean was lower
statistically significant in diploma degree compared to a bachelor degree (P = 0.010) and
Ph.D. & Board degree (P=0.028) while there is no statistically significant difference
between means in others education level. In contrast, the results showed there are no
statistically significant difference between means in other studied domains (P>0.05). The
results showed that there is a significant relationship between education level and
organizational survival dimensions (customer focus in the innovation domain), in favor of
diploma degree. From the researcher’s point of view, this could be due to that the
employees who have diploma degree are still young and active, free from high
responsibilities. Thus, they are more patients and also seek to prove themself by good
listening to customer’s opinions.
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Table (4.26): The mean difference of the participants’ perception in learning organization
dimensions and organizational survival domains related to their number of years of service in
the organization

The number of years of service in the
Domains institution
Mean of domains * F P-value
<5 6-10 11-15 >15
D1.1 Continuous learning 3.12 2.95 3.05 3.05 0.338 0.798
D1.2 Inquiry and dialogue 3.20 3.05 2.97 3.05 0.603 0.614
D1.3 Team learning 3.27 3.11 3.14 2.98 1.056 0.370
D1.4 Empower people toward a
collective vision 3.15 3.03 3.06 2.98 0.361 0.782
D1.5 Create systems to capture and
share learning 3.12 2.96 2.85 2.90 0.944 0.421
D1.6 Connect the organization to its
environment 2.95 2.68 2.51 2.82 2.288 0.082
D1.7 Strategic leadership 3.05 2.86 2.75 2.72 1.250 0.295
D1 Learning organization
dimensions 3.11 2.94 291 2.93 0.887 0.450
D2.1 Authority delegation 3.33 3.44 3.13 3.20 1.069 0.365
D2.2 Participation in decision-making 3.26 3.03 2.86 2.82 2.967 0.051
D2.3 Work environment 3.19 3.00 2.68 2.80 3.656 0.014*
D2.4 Building trust 3.13 2.94 2.82 2.95 1.170 0.324
D2 Employee empowerment 3.22 3.08 2.85 2.92 2.493 0.063
D3.1 Individual level 2.98 2.75 2.53 2.63 3.529 0.017*
D3.2 Organizational level 2.85 2.64 2.58 2.58 1.299 0.278
D3 Innovation 291 2.69 2.55 2.60 2.435 0.068
D4.1 Creating change (Change
capability) 2.88 2.64 2.62 2.54 1.666 0.178
D4.2 Customer focus 3.18 2.96 3.04 3.09 0.718 0.543
D4 Adaptability 3.01 2.78 2.81 2.78 1.386 0.250
DD2 Organizational survival 3.06 2.87 2.73 2.77 2.376 0.073
Total 3.08 2.90 2.80 2.84 1.807 0.149
Post-Hoc test
: Years in £ P- Post-Hoc P-
Domains service N Mean SD F value value
D2.3 Work <5% 36 3.19 0.77 3.656 | 0.014" [0.277*"°| 0.067°
environment b e
6-10° 29 3.00 0.67 0.003%| 0.236°"
vsc vsd
11-15°¢ 30 2.68 0.61 0.01d8 avs O.L\}SYdG ¢
>15 ¢ 34 2.80 0.66
Total 129 2.93 0.71
D3.1 Individual <5 36 2.98 0.72 3.529 | 0.017 0.13b2 a%10.159 7 "¢
level
6-10 29 2.75 0.59 0.003°"90.405 °¢
11-15 30 2.53 0.43 O.OldSa"s 0.531 ¢*¢
>15 34 2.63 0.61
Total 129 2.73 0.62

*Significant at P<0.05, P>0 05: Not significant; N: number of the subjects; SD: standard deviation; F: ANOVA test
(Analysis of variance) & £ maximum score of mean = 5.

The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to their number of years of service in the
organization groups showed in table 4.26. The statistical test by using one-way ANOVA
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showed that there is a statistically significant difference between the number of years of
service in the organization in means score of participants’ perceptions in the work
environment (F = 3.656, P = 0.014) and individual level (F = 3.529, P = 0.017). Post Hoc
(LSD) test was showed that the mean was higher statistically significant in work
environment domains for less than 5 years compared to 11-15 years (P=0.003) and more
than 15 years' group (P=0.018). The results showed that the mean of individual-level
domains was lower statistically significant in individual-level domains compared to 11-15
years (P=0.003) and more than 15-year group (P=0.015). While there is no statistically
significant difference between means in other numbers of years of service in the
organization. In contrast, the results showed there is no statistically significant difference
between means in other studied domains regarding the number of years of service in the
institution groups (P>0.05). The results showed that there is no relationship between
learning organization and the number of years of services in the organization. The results
are consistent with the study of Bikmoradi, Faradmal, & Torabi, (2015), Akram et al.
(2013), and Jeong (2007), who indicated that there are no statistically significant
differences for learning organization dimensions attributed to the number of years of
service. While, the results are inconsistent with the study of Al-Rifai, Al-Shayyab, & Al-
Rawabdeh (2013), and Sweden (2014), who indicated that there are statistically significant
differences for learning organization dimensions attributed to the number of years of
service. On the other hand, the results showed that there is a statistically significant
relationship between a number of years of service and organizational survival dimensions
(work environment in the employee empowerment domain) in favor of fewer than 5 years.
The results are in line with the study of Sweden (2014), who indicated that there is a
statistically significant difference in the domain (personal empowerment) in favor of fewer
than three years of experience. From researcher’s point of view, this could be due to the
that PFBS is NGO where the work pressure is limited, on the contrary of public
governmental hospitals. The results also showed that there is a statistically significant
relationship between the number of years of service and organizational survival
dimensions (individual-level in innovation domain). From researcher’s point of view, the
employees who have years of service less than 5 are more active, and capable to developed
and innovate because they are relatively new employees and need to prove themselves in
the organization.
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Table (4.27): The mean difference of the participants’ perception in learning organization

dimensions and organizational survival domains related to their specialization

Specialization (Mean of domains *
>
— o )
) 2 S| 3 = )
Domains z S S X § - o 3 5 g F P
c a =) S o = > 3 value
2| 8 |28 |28 |32 & |3
AT Bl g | g
é
D1.1 Continuous learning 292 | 317 | 258 | 35 | 331 | 271 | 3.22 | 1.972 | 0.075
D1.2 Inquiry and dialogue 2.96 | 317 | 268 | 348 | 327 | 287 | 3.18 | 1.39 | 0.224
D1.3 Team learning 3.08 | 323 | 257 | 345 | 336 | 2.83 | 3.12 | 1.758 | 0.113
D1.4 Empower people 287 | 323 | 278 | 334 | 348 | 272 | 322 | 1.873 | 0.091
toward a collective vision
D1.5 Create systems to 286 | 3.02 | 259 | 317 | 314 | 284 | 3.27 | 0.927 | 0.478
capture and share learning
D1.6 Connect the
organization to its 2.62 | 2.74 | 254 | 307 | 273 | 2.85 | 3.05 | 0.795 | 0.575
environment
D1.7 Strategic leadership 267 | 299 | 279 | 34 | 321 | 254 | 2.71 | 2.117 | 0.056
D1 Learning organization | , a5 | 308 | 263 | 334 | 321 | 276 | 3.12 | 2078 | 0.061
dimensions
D2.1 Authority delegation 314 | 341 | 321 | 3.33 3.5 3.06 3.4 |0.918 | 0.485
D2.2 Participation in 297 | 288 | 2.72 | 343 | 307 | 317 | 3.08 | 0.987 | 0.437
decision-making
D2.3 Work environment 2.89 2.9 2.75 3.2 3.14 2.76 3.22 | 0.786 | 0.583
D2.4 Building trust 2.82 | 3.01 | 3.06 | 341 | 298 | 2.83 | 3.23 | 1.229 | 0.296
D2 Employee 294 | 302 | 291 | 335 | 315 | 296 | 322 | 0.723 | 0.632
empowerment
D3.1 Individual level 269 | 268 | 2.7 | 329 | 275 | 2.62 | 2.89 | 1.38 | 0.228
D3.2 Organizational level 252 | 2.7 248 | 321 | 2.98 252 | 2.81 | 1.795 | 0.106
D3 Innovation 260 | 2.69 | 259 | 325 | 287 | 257 | 2.85 | 1.646 | 0.14
D4.1 Creating change 263 | 262 | 2.38 | 308 | 279 | 2.61 | 2.98 | 0.998 | 0.43
(Change capability)
D4.2 Customer focus 310 | 316 | 213 | 294 | 327 | 295 | 32 |2317| %%
D4 Adaptability 2.84 | 2.86 | 2.26 | 3.01 3 2.76 | 3.08 | 1.285 | 0.269
gj?a\%rlga”'zat'o”a' 279 | 2.86 | 264 | 323 | 301 | 277 | 3.05 | 1.113 | 0.359
Total 281 | 2.95 | 264 | 328 | 3.09 | 2.77 | 3.08 | 1.533 | 0.173
Post-Hoc test for Customer focus domains
Specialization N | Meanf | SD F vaF;;Je Post-Hoc P-value
37 310 | 052 | 2.3 | 0.037 D.6442%"0.635""] 0.947 %"
Nurse ? 17 * ¢
45 316 | 0.54 0.002 2**/0.206"° " 0.367*¢
Doctor P ¢
X-Ray Technician ° 4 213 | 091 0.4852%°90.843°°9 0.210°""
Laboratory Technician ¢ 8 2.94 0.41 0.465%*°°0.026 ¢ % 0.832°*¢
Technical operations ® 8 327 | 079 0.3872*"0.002¢**¢ 0.316"*¢
Administrative staff f 19 2.95 0.78 0.6472¥°90.011°"f
Pharmacist ¢ 8 320 | 0.25 0.001°¥¢0.003 ¢ 9
129 | 3.07 | 061 0.329°%0.266 °*°
Total ¢

*Significant at P<0.05, P>0 05: Not significant; N: number of the subjects; SD:

. . £ .
(Analysis of variance) & ~ maximum score of mean = 5.
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The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to their specialization showed in table 4.27.
The statistical test by using one-way ANOVA showed there is no statistically significant
difference in the mean of studied domains between specialization (P>0.05). The statistical
test by using one-way ANOVA showed that there is a statistically significant difference
between the specialization in means score of participants’ perceptions in the customer
focus (F = 2.317, P = 0.037) and Post Hoc (LSD) test showed in Table 4.27. In contrast,
the results showed there is no statistically significant difference between means in other
studied domains regarding specialization (P>0.05). The results showed there are no
statistically significant differences in learning organization dimensions with specialization.
The results are in line with studies of Sweden (2014), Akram et al. (2013), Nazari et al.
(2012), and Tseng (2010), who indicated that there are no statistically significant
differences in learning organization dimensions attributed to specialization. While, the
results conflict with the study of Jeong (2007), who revealed that there is a relationship
between the adoption of the learning organization and the organizational commitment of
nurse managers. The managers of nurses can employ the principles of learning

organizations to promote organizational effectiveness.
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Table (4.28): Mean difference of the participants’ perception in learning organization
dimensions and organizational survival studied domains related to received training courses

in specialization.

Received training courses in Specialization
Domains (Mean of domains £ t P-value
Yes No
D1.1 Continuous learning 3.03 3.06 -0.263 | 0.793
D1.2 Inquiry and dialogue 3.12 3.04 0.673 | 0.502
D1.3 Team learning 3.10 3.15 -0.439 | 0.661
D14 Empower people toward & 3.03 3.08 0.407 | 0.685
%i%eealt:asrﬁ%ms to capture 3.04 2.91 1.022 | 0.309
5slé?1\%?g:§1(§r1tthe organization to 293 263 2386 | 0.019%
D1.7 Strategic leadership 2.88 2.82 0.414 0.68
gﬁn ';ﬁi‘g:gg organization 3.01 2.95 0.583 | 0.561
D2.1 Authority delegation 3.29 3.26 0.196 | 0.845
rI?]ii(zinPgarticipation in decision- 317 288 2348 | 0.020%
D2.3 Work environment 3.03 2.85 1.402 | 0.163
D2.4 Building trust 3.11 2.87 2.045 | 0.043*
D2 Employee empowerment 3.14 2.94 1.857 0.066
D3.1 Individual level 291 2.61 2.769 | 0.006*
D3.2 Organizational level 2.82 2.56 2.199 | 0.030*
D3 Innovation 2.86 2.58 2.626 | 0.010*
;‘:)';bﬁ{te;)tmg change (Change 2.89 252 3.153 | 0.002*
D4.2 Customer focus 3.16 3.02 1.323 | 0.188
D4 Adaptability 3.01 2.74 2.778 | 0.006*
DD2 Organizational survival 3.01 2.76 2.544 | 0.012*
Total 3.01 2.84 1.772 0.079

*Significant at P<0.05, P>0 05: Not significant; t: independent t-test & £ maximum score of mean = 5.

The mean difference of the participants’ perception in learning organization dimensions
and organizational survival domains related to the organization they have a continuing
education department showed in table 4.28. The independent t-test showed there are higher
statistically significant in the average of connecting the organization to its environment
domain, participation in decision-making domain, building trust domain, individual-level
domain, innovation domain, creating change (change capability) domain, adaptability
domain, and organizational survival domains between who received training courses in
specialization compared to who haven’t (P< 0.05) while there is no statistically significant
difference in the average of others studied domains between who received training courses
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in specialization compared to who haven’t among study participants (P>0.05). These
results mean that socio-demographic characteristics help in creating at least one of the
dimensions of the learning organization. Likewise, these results are in line with the study
of Al Dowik, M (2018) who showed there is a relationship between learning organization
(connect the organization to its environment domain) and who received training courses in
the specialization. The results are also in line with studies of Al Ghamedy, R. (2016), and
Al-Ayafey (2014) which found statistically significant differences in favor of who
received training courses in implementing the learning organization dimensions. From the
researcher’s point of view, this could be due to the awareness and knowledge of the
individuals who have received the training courses. Thus, they can learn the skills and
activities that the organization needs to transform into a learning organization. In addition,
they can perfectly know the dimensions of the learning organization more clearly than
those who did not attend the training courses. While, the results conflict with the studies of
Sweden (2014), Akram et al. (2013), Nazari et al. (2012), and Tseng (2010), who showed
that there is no relationship between learning organization dimensions and received
training courses in the specialization. On the other hand, the results in a table (4.28)
showed that there is a relationship between organization survival dimensions (Employee
empowerment, Innovation, and Adaptability domains) and those who received training
courses in the specialization, compared to those who haven't. The results are consistent
with the study of Sanni, H. (2016) who concluded that continuous education and up-to-
date research can make the employees more innovative to gain a competitive advantage
over competing firms and such as increasing chances of survival. From the researcher’s
point of view, this could be attributed to the improved skills and knowledge of those who
received the training courses which supported their quick-learning and adaptability and
thus, they have more capability to be innovative and adaptive. This could be due to those
who received training courses became more aware, understanding, and experience in their
specializations. Thus, they have more capability to be innovative and adaptive. According
to Ogedegbe (2011), innovation as a new concept is based on the knowledge, skills, and
creativity of individuals, and organizations. In addition, improving-activities like course
training can increase employee empowerment. According to Olugher, R., and Oke, M.
(2014), supporting and motivating employees is necessary for the survival and success of
the organization. The motivation of employees includes management support, employee
participation, training, work environment, job characteristics, and the existence of a
suitable reward system.
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4.5 The correlation between domains

Table (4.31): Correlation between the total score of learning organization dimensions &

Organizational survival

Learning organization
Domains dimensions
r P-value
Organizational survival 0.825 0.000”
1. Employee empowerment 0.763 0.000
1. Authority delegation 0.666 0.000”
2. Participation in decision-making 0.561 0.000"
3. Work environment 0.692 0.000
4. Building trust 0.728 0.000”
2. Innovation 0.812 0.000”
1. Individual level 0.714 0.000"
2. Organizational level 0.806 0.000”
3. Adaptability 0.713 0.000"
3. Creating change (Change capability) 0.666 0.000
4. Customer focus 0.538 0.000"

"P<0.05: _Significant, P>0.05: Not significant & r: Pearson Correlation coefficient

Table 4.31 showed the correlation between organizational survival domain and learning
organization dimensions. Pearson correlation that showed learning organization
dimensions were positive significant correlation with that showed as total organizational
survival domain (r = 0.825, P < 0.001), employee empowerment (r = 0.763, P < 0.001),
authority delegation (r = 0.666, P < 0.001), participation in decision-making (r = 0.561, P <
0.001), work environment (r = 0.692, P < 0.001), building trust (r = 0.728, P < 0.001),
Innovation (r = 0.812, P < 0.001), individual level (r = 0.714, P < 0.001), organizational
level (r = 0.806, P < 0.001), adaptability (r = 0.713, P < 0.001), creating change (change
capability) (r = 0.666, P < 0.001) and customer focus (r = 0.538, P < 0.001).

The results showed there is a positive correlation between learning organization
dimensions and total organizational survival domains (employee empowerment,
innovation, adaptability). The results are consistent with the study of Al-Shamrani et al.
(2014) who showed that there is a direct relationship between adoption of the learning

organization dimensions and employee empowerment. Also, according to a study

96



conducted by Kasasbeh et al. (2009), there is a relationship between empowerment culture
and building a learning organization. In addition, the study of Asgari, Taleghani, & Fard
(2013), who showed that there is a strong positive relationship between employees'
empowerment and being a learning organization. From the researcher’s point of view,
when employees are empowered, they will be motivated and strive towards adding skills,
increasing abilities, and expanding knowledge so they can fulfill their duties well. This

ultimately will contribute to organizational development and survival.

Also, the results found a relationship between the learning organization dimension and
innovation. These results are consistent with the study of Deeb & Bhalloul (2018), who
found a relationship between the elements of the learning organization and organizational
innovation at Tishreen University. Therefore, the elements of the learning organization
have a contribution in achieving organizational innovation. According to Hussein et al.
(2014), there is an explicit effect of learning organization culture on the performance of
organizations and their innovative capabilities. This can lead to the long-run success of the
organization. The learning organization provides an environment that encourages
innovation and creativity and this becomes part of its culture that transmits it from one
generation to another. From the researcher’s point of view, PFBS should seek to create an
appropriate environment to support the creative and innovative thinking of employees. In
addition, the organization should work towards encouraging employees to be open to new
ideas and experiences, and rewarding creative behavior. Also, the PFBS needs to provide
support and encouragement to the employees for creativeness and innovation and create an
encouraging environment for renewal which contribute to building a suitable environment
to achieve all dimensions of the learning organization. The results in table (4.31) shows a
relationship between the learning organization dimension and adaptability. These results
are in line with the study of Ferincz (2016), which concluded that the learning organization
approach can support managers in promoting the organizational ability to learn and change
to face the internal and external challenges of environmental change. Also, the results are
consistent with the study of Greve (2017), who indicated that a learning organization
approach has a relationship with an adaptation of the organizations. In addition, this allows
for recognizing the best behaviors in a given environment and enhances the ability to
capture the environmental change and adapt to it. In the dynamic modern world,

organizational survival requires flexibility, adaptability, and continuous skills acquiring
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and improvement. This could be only achieved through ensuring a quick-learning
organization (Ferincz, 2016).

Table (4.32): Correlation between the total score of learning organization dimensions

& Organizational survival

Domains Organizational survival

r P-value

Learning organization dimensions 0.825 0.000”
1. Continuous learning 0.580 0.000”

2. Inquiry and dialogue 0.685 0.000

3. Team learning 0.603 0.000"

4. Empower people toward a collective vision 0.691 0.000

5. Create systems to capture and share learning 0.766 0.000

6. Connect the organization to its environment 0.730 0.000

7. Strategic leadership 0.750 0.000”

“P<0.05: _Significant, P>0.05: _Not significant & r: Pearson Correlation coefficient

Table 4.32 showed the correlation between organizational survival domain and learning
organization dimensions. Pearson correlation that showed organizational survival were
positive significant correlation with domain as total learning organization dimensions
(r=0.825, P<0.001), continuous learning (r=0.58, P<0.001), inquiry and dialogue (r=0.685,
P<0.001), team learning (r=0.603, P<0.001), empower people toward a collective vision
(r=0.691, P<0.001), create systems to capture and share learning (r=0.766, P<0.001),
connect the organization to its environment (r=0.73, P<0.001) and strategic leadership
(r=0.75, P<0.001). As shown, there is a positive relationship between the organizational
survival domain and total learning organization dimensions (continuous learning, inquiry
and dialogue, team learning, empower, people toward a collective vision, create systems to
capture and share learning, connect the organization to its environment, strategic
leadership) which means that presence of learning organization dimensions in the
organization will increase the chance of organizational survival.

The results are in line with the study of Ugwuzor (2017), who showed that the efforts
devoted to ensuring organizational survival will not give the desired results if the

organization does not have effective, empowered, and skilled employees with work
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behaviors that serve the goals of an organization. This means that continuous learning and
acquiring skills, empowering the employees as well, are very important to ensure
organizational survival. In addition, the results are in line with the study of Balestrero and
Udo (2013), who pointed out that an organization's survival needs a rational, research-
based model to develop a business strategy that should be able to meet the necessity of
customers and the market. As well as ensuring positive social and environmental impact of
the organization. This means that the survival of the organization, should be supported by
researches to meet the needs of the customers, and connect the organization with the
external environment for enhanced competition and ensured survival. These results are
supported by the study of Maughan (2009) who indicated that the leaders, who can
innovate and inspire, make a great difference to the atmosphere of the work, and raise-up
productivity level. Therefore, the leaders who share their goals and vision with employees
empower them to actualize change and improvement in all organizational operations. This
means that strategic leadership has a tremendous role in empowering employees and

achieving the organization's goals.

4.6 Effect of learning organization dimensions' domains on organizational survival

Table (4.33): Multiple linear regressions to test the effect of learning organization

dimensions' domains on organizational survival

) Adjusted
R R ) SE F P-value
R
Model 0.858 0.736 0.720 0.296 47.757 0.000"

“significant at P<0.05; P>0 05: Not significant; R: correlation; R% Coefficient of determination & F: ANOVA test

(Analysis of variance).
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Table 4.34: Multiple linear regression model to test the effect of learning organization

dimensions' domains on organizational survival

Learning 95% ClI
organization B SE Beta t > Lower | Upper
value
dimensions Bound | Bound
1. Continuous -0.104 | 0.070 | -0.121 | -1.489 | 0.139 | -0.243 | 0.034
learning
2. Inquiry and 0.183 | 0.064 | 0.230 | 2.855 | 0.005 | 0.056 | 0.311
dialogue
3. Team learning 0.022 0.061 | 0.027 0.366 0.715 | -0.098 | 0.142

4. Empower people 0.094 0.067 | 0.116 1.413 0.160 | -0.038 0.227
toward a collective
vision

5. Create systems to 0.174 0.067 | 0.218 2576 | 0.011° | 0.040 0.307
capture and share

learning
6. Connect the 0.192 0.054 | 0.250 | 3.522 | 0.001" | 0.084 | 0.300

organization to its

environment

7. Strategic 0.192 0.054 | 0.271 3.544 | 0.001" | 0.085 | 0.300
leadership
Constant 0.669 0.141 4736 | 0.000° | 0.389 | 0.949

P < 0.05: Significant, P > 0.05: Not significant; B: regression coefficient (slope), SE: standard errors; CI:

confidence interval; t: independent t- test.

Table 4.33 and 4.34 showed multiple linear regressions to test the effect of learning
organization dimensions' domains on organizational survival. Multiple linear regression
was calculated to use other domains to predictors organizational survival. A significant
regression equation was found (F=47.757 P < 0.001) with an R? of 0.736 and adjusted R? =
0.720. The domains were given significant positive effect in organizational survival among
the study participants is inquiry and dialogue, create systems to capture and share learning,
connect the organization to its environment and strategic leadership (P< 0.05) but the
others domains were haven’t significant effect (P > 0.05). As shown, there is a significant
positive effect to at least one of the learning organization dimensions in organizational
survival domains, which means that learning organization dimensions contribute to

reaching organizational survival. This result is in line with the study of Gunn & Sanni
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(2016) who indicated that there is a positive impact of learning organization dimensions on
organizational survival. Also, the results are in line with the study Al-Shamrani et al.
(2014), who indicated that there is a positive effect in a high degree for the learning
organization dimensions on employee empowerment dimensions. This result is also in line
with the study of Hussein et al. (2014) who pointed out that there is a positive impact of
learning organization culture on the performance of the organization. From the researcher's
point of view, this means that if the learning organization dimensions are suitably
considered, this would promote the organization's ability towards employee empowerment
and promote their motives and adaptability with changes, and hence increasing the chances

for survival.
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Chapter Five
Conclusion and Recommendations

5.1 Conclusion

The study assesses the relationship between learning organization dimensions and
organizational survival domains. It was concluded that there is a positive relationship
between learning organization dimensions and total organizational survival domains
(employee empowerment, innovation, adaptability). Also, there is a positive relationship
between the organizational survival domain and total learning organization dimensions
(continuous learning, inquiry and dialogue, team learning, empower, people toward a
collective vision, create systems to capture and share learning, connect the organization to
its environment, strategic leadership) which means that the presence of learning
organization dimensions in the organization will increase the chance of organizational
survival. In addition, there is a significant positive effect of learning organization
dimensions (inquiry and dialogue, create systems to capture and share learning, connect the
organization to its environment, and strategic leadership) on organizational survival,
(F=47.757, P < 0.001) with an R2 of 0.736 and adjusted R2 = 0.720. This means that the
availability of learning organization dimensions contributes to organizational survival. The
total learning organization dimensions are available in PFBS at a moderate level with a
weight-mean of 59.6%, also, there is a moderate level for total organizational survival
domains with a weight-mean of 57.40%. The result reflects there is a negative indicator,
which means that the PFBS needs more attention from decision-makers to enhance the
learning organization dimensions and organizational survival domains. There is a
relationship between socio-demographic characteristics and learning organization and
organizational survival toward (educational level, years of services, specializations,
training courses). For education level, the results showed that there are statistically
significant differences between education level and decision-making element (follows
organizational survival domains) (F = 3.409, P = 0.029) and customer focus element
(follows organizational survival domains) (F = 2.977, P = 0.034), in favor of diploma
compared to other degrees. Also, for the years of services, the results showed that there are
statistically significant differences between the number of years of service in the
organization and the work environment (F = 3.656, P = 0.014) and individual level
(innovation) (F = 3.529, P = 0.017), in favor less than 5 years compared other age groups.
Also, for specializations, the results showed that there are statistically significant
differences between the specialization and customer focus element (follows organizational
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survival domains) (F = 2.317, P = 0.037), in favor of nurses compared to other
specializations. Furthermore, for who received training courses in the specialization, the
results showed there is higher statistical significance in the average of connecting the
organization to its environment element (follows learning organization dimensions) (T
=2.386, P =0.019) in favor of who received training courses compared to who haven't.
Also, the results showed there are statistically significant differences in the average of all
organizational survival domains (T=2.544, P=0.012) in favor of those who received
training courses in specialization compared to those who haven’t.

5.2 Recommendations
5.2.1 For Patients Friends Benevolent Society

e Adopting the learning organization to obtain diverse strategies that enhancing its
survival.

e Establishing the concept of the learning organization among the administrative
leaderships and all employees by introducing them characteristics and features of the
learning organization.

e Implementing training programs for the organization’s departments, concerned with
the steps, methods, and skills that enable them to reach the learning organization to
increase the chances of survival.

e Providing the opportunity for all employees of the organization for continuous
learning by providing the necessary resources and facilitating administrative
procedures.

e Granting the talented employee's incentives and rewards to encourage and motivate
them to exert more effort to support and achieve the organization goals.

e Preparing qualified human resources capable of achieving innovation, whether in ways
and methods of work or in providing new solutions to the various problems that are
being faced.

e Giving the employees more freedom in choosing their work assignments, as well as
inviting and encouraging them to contribute to the organization's vision.

5.2.2 For further research studies

e Conducting studies aiming to assess the learning organizations with adaptability,
innovation, and employee empowerment each one separately, to more focus on the
causes of organizational survival.
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Annexes

Annex (1): Consent form for each participant
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Annex (3): The questionnaire in English

The first axis: demographic characteristics Please put a mark (V) in
front of the suitable choice:

1-  Ageroooiiiiiinn.
2-  Gender: male emale
3- Marital status: single married divorced widowed

4- Number of children: ............

5-  Income: 11450 NIS or less 1451-2500NI1S 2501-3000NIS

3000 and above

6-  Qualification: .__Idiploma bachelors master doctorate

Board (for doctors)

7-  Years of experience: ......................

8-  Jobtitle: nurse doctor X-ray technician
laboratory technician operation technician administrative
pharmacy

9-  Jobposition: ....................
10- Have you received the training course regarding your

specialization?

Yes No
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The second axis: questionnaire domains

Learning organization dimensions (First):

1. Continuous learning

No.

ltem

Strongly agree

Agree

neutral

Disagree

Strongly
disagree

The organization
encourages discussion of
mistakes in order to learn
and draw lessons

The organization helps
employees identify the
skills they need to do work
in the future.

The organization helps
employees learn from each
other.

The organization works to
provide funds and
resources to support
learning

The organization gives the
employees time to learn.

The organization deals
with the front of the
problem as opportunities
for learning.

The organization rewards
its employees for learning
new things.

The employees provide
assistance and support to
new employees.

Employees easily access
resources to support their
learning.

2. Inquiry and dialogue

10-

The organization promotes
the principle of listening to
others' views before
judging them.

11-

The organization
encourages employees to
ask questions, regardless
of their position.
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12-

The organization
motivates the employees
to present their ideas and
express their opinions.

The organization
encourages building trust
among employees.

14-

Employees share
information openly and
transparently.

15-

The organization
encourages employees to
give constructive feedback
within the work.

16-

The organization supports
the introduction of values
and mutual respect
between employees.

3. Team learning

17-

The organization treats all
members of the work
teams equally, regardless
of any differences or
considerations.

18-

Team members focus on
their tasks as a group and
how can work well.

Team members change
their minds as a result of
group discussions or
recently gathered
information.

20-

The organization
establishes a system for
rewarding collective
achievements.

21-

The work team's
confidence that
organization management
will take up their
recommendations.

The team's work has the
freedom to adapt their
goals to the evolution of
events.

23-

The employees listen to
each other’s views during
the dialogue.
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4. Empower people toward a collective vision

24-

The organization supports
the employees who take it
upon themselves to take
risks while working.

25-

The organization builds its
vision with the
participation of various
managerial levels and
workgroups.

26-

The organization enables
its employees to control
the resources they need to
do their work.

27-

The organization
encourages employees to
think from a scientific
perspective.

28-

The organization supports
employees who have
constructive initiatives.

29-

The organization considers
the customers' views in the
decision-making process.

30-

The organization's vision
emphasizes the exchange
of knowledge between
employees.

31-

The organization
encourages employees to
be creative and innovative.

5. Create systems to captu

re and

share learning

32-

The organization uses
mutual communications,
such as taking suggestions
and using electronic
billboards.

The organization
maintains updated data
about the skills of its
employees.

34-

The organization has
systems to measure the
gap between current
performance and expected
performance.

The organization provides
lessons learned from its
experiences to all
employees.
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36-

The organization enables
employees to access the
required information
quickly and easily.

The organization evaluates
the time and resources
spent on training.

38-

The organization
encourages employees to
take development
initiatives.

39-

The organization gives the
employees open options to
accomplish work tasks.

6. Connect the organization to its environment

40-

The organization urges
employees to exchange
experiences with other
organizations.

41-

The organization
cooperates with external
organizations and arranges
visits to them continuously
to exchange experiences
and benefits.

42-

The organization works
with the principle of
holistic thinking to face
the work problems.

43-

The organization
cooperates with local
organizations to encourage
the employees to search
for what serves the work.

44-

The organization searches
the external environment

to know the current work

requirements.

45-

The organization is
interested in knowing the
impact of its decisions on
employee's morale.

46-

The organization is
creating new services and
marketing methods to
continue in the
competition.

47-

The organization helps its
employees to balance
work and family
requirements.
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7. Strategic leadership

48-

Leaders support
employee's requests for
learning and training
opportunities.

49-

Leaders share information
about competitors, their
trends, and strategies with
their employees.

50-

Leaders encourage the
empowerment of
employees to help
implement the vision of
the organization.

51-

Leaders develop and guide
employees during their
work.

Leaders are constantly
looking for what could
improve learning
opportunities and improve
employees' potential.

53-

Leaders make sure that
their strategic decisions
align with the
organization's values.

Second: (Organizational survival domains)

1 Employee empowerment

1-1 Authority delegation

Strongly agree | Agree

neutral

Disagree

Strongly
disagree

The management trusts
in my ability to perform
the tasks assigned to me.

My leaders give me the
necessary powers
During the delegation
period.

The organization gives
me the flexibility
to perform my duties.
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My job provides me the
opportunity to make
the decisions
independently.

Management prioritizes
my opinion in discussing
issues of my work.

| have the freedom to
make decisions about
my work.

1-2 participation in decision-making

| participate in solving
some problems in the
organization in the limit
of my work.

| participate in a positive
role to improve

work within the
organization.

| practice some authority
in the organization to
achieve its goals.

10-

| feel I effective and
influential in my
organization.

11-

The organization
provides me the
opportunity to
participate in decision-
making.

I can influence decisions
about my work.

13-

| participate in solving
the problems with my
work.

14-

I have an impact on
developments and
changes that take place
in my work.

15-

The work environment
provides me
participation in the
decision-making
process.
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1-3 Work environment

16-

There is an
organizational climate
that helps me complete
my work perfectly.

17-

The organization enables
the employees to
demonstrate their
capabilities and
competence.

18-

Management allows me
to present new ideas to
develop.

19-

The management
provides me with
opportunities for training
and developing job
skills.

20-

The organization
encourages teamwork in
facing organizational
problems.

21- | | practice high-value
activities during my
work.

22- | I have a full

understanding of the
work objectives and
tasks.

23-

My work environment
allows me to perform
various tasks.

1-4

Building trust

24-

The management takes
into account the feelings,
requests, and excuses of
the employees.

25-

Managers in the
organization behave
fairly and cooperatively.

26-

I can identify what high-
level management
expects of me and what |
expect from them.

27-

The organization
management seeks to
restore and preserve
employees' rights.
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28-

| feel completely
confident in the skills
and ethics of my direct
boss.

If 1 do mistakes, my
direct boss is willing to
forgive and forget.

I can rely on my co-
workers because they
have diverse skills and
experiences.

31-

There is climate of
understanding and
support between me and
my coworkers

2 Innovation

2-1 Individual-level

1- | Autonomy in the work is
encouraged here.

2- | We actively seek new
approaches.

3- | The employee can collect
and analyze data and
information related to
problems before making a
decision.

4- | Taking initiative is
encouraged here.

5- | There are possibilities for
personal development here.

6- | We have stimulating work
tasks.

7- | Everyone’s opinions are
welcome here.

8- | New ideas are taken care
of.

9- | New ideas are often shared
here.

10- | There is time for reflection

in the work.
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11-

Tasks are assigned
concerning the individual’s
skills.

12-

Everyone has the

opportunity to influence
decisions that are made
within the organization.

13-

The organization
introduces new policies in
terms of recruitment,
rewards, and incentives.

New ways of thinking are
encouraged at work.

2-2 Organizational level

15-

Our organization offers
guidance and support.

Our organization is mainly
governed by goals rather
than by rules and routines.

17-

The organization conducts
fundamental changes in
organizational structures.

18-

The organization provides
additional innovative
services compared to
competitors.

The organization takes
policies and procedures to
develop services and
marketing positions.

20-

The organization resorts to
external agencies
(consulting and research
centers) to determine the
future directions of
customers.

21-

The organization makes
changes in the design and
delivery of services in line
with modern technologies.

22-

The organization seeks to
provide free offers to
increase the number of
subscribers to its services.

23-

The organization takes
measures to help to activate
communication and
exchange of knowledge
between employees.

24-

The organization takes
risks in decisions with the
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aim of development and
creativity.

25-

There is enough time to
bring new ideas to work.

26-

physical resources are
available to develop new
ideas.

The organization allocates
programs to improve and
develop services to
increase the loyalty of its
customers.

28-

The organization conducts
a new way to build,
modify, and improve its
Services process.

29-

Top management considers
innovation as the
responsibility of everyone
in the organization.

3

Adaptability

3-1 Creating change (Change capability)

The way things are done is
very flexible and easy to
change.

31-

We respond well to
competitors and other
changes in the business
environment.

32-

The organization consider
change as it opens
opportunities for growth
and increasing profits in
our organization.

Attempts to create change
are usually meet with
resistance

Different parts of the
organization often
cooperate to create change.

The organization has
scenarios to prepare for
change.

The organization
management able to make
decisions quickly when
work conditions changed.
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37-

The organization surveyed
the work environment to
reduce the threats it faces.

38-

The organization deploys
its resources to respond to
the opportunities.

39-

The organization owns
activities to collects
information about the
external environment.

3-2 Customer focus

Customer comments and
recommendations often
lead to changes.

Customer input directly
influences our decisions.

42-

All members have a deep
understanding of customer
wants and needs.

43-

The interests of the
customer are often get
ignored in our changes.

44-

The organization
encourages direct contact
among customers and
employees.

45-

The organization responds
quickly to developments in
customer requests and
suggestions.

46-

The organization
management conducts a
survey of the environment
in order to identify the
needs of customers.

47-

The organization
encourages employees to
interact and communicate
with customers.

142




Please list the most important challenges that facing you during work in

the organization from 1 to 7, if found:

1
2
3.
4

o

There is no employee empowerment and delegation of powers during work? ...
There is no participation in decisions making during work? ...
An unsuitable work environment? .
The management of the organization does not encourage innovation at the individual
and organizational levels? .
Lack of adaptation and ability to change in the organization? ...
There are no systems for sharing knowledge and learning in the organization?  .......

There is no connection between the organization and the external environment? .......
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Annex (4): Helsinki Committee Approval Letter
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Developing the Palestinian health system through institutionalizing the use of information in decision making
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Palestinian Health Research Council

Helsinki Committee
For Ethical Approval

Date: 10108\2020 Number: PHRC/HC/748/20

Name: Mohammed Fadel Ashour )
We would like to inform you that the 1 7 e Gldl 8 add ol Ll asuds
committee had discussed the proposal of PR G &

your study about: e

The Relationship Between Learning Organization and Organizational  Survival
in Non-Governmental Organization in The Gaza Strip.
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the above mentioned research. b S
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Annex (5): Patients Friends Benevolent Society Approval

Al-Quds University
Jerusalem sl
School of Public Health dalell Aamll 44l
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“The Relationship Between Learning Organization and Organizational
Survival in Non-Governmental Organization in the Gaza Strip”
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Gaza Branchy/Telefax 08-2644220 -2644210 08-264420-2644210 Sk [ 35 g4
P.O. box 51000 Jerusalem sl 51000 . pm
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Annex (6): Study activities time table

10

11

12

Activity Duration
Proposal writing 2 months
Proposal defense and approval 1 month
Expert committee check for validity, 1 month
and Pilot study

Data collection, data entry, and data 1 month
analysis

Research writing 2 months
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Annex (7): List of adjudicators

No. Name Place of work
1 Dr. Yehia Abed Al-Quds University
2 Dr. Bassam Abu Hamad Al-Quds University
3 Dr. Ashraf al Jedi Islamic University
4 Dr. Ahmed EI-Shair Islamic University
5 Dr. Yousef Awad University of Palestine
6 Dr. Wael Thabet Al-Azhar University
7 Dr. Mazen Abo Qamar Al-Azhar University
8 Dr. Ahmed Nejem Al-Azhar University
9 Dr. Mostafa Elaila Chairman of Board of

Directors (PFBS)
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