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Abstract 

  

        This study carried out on the EDC in UNRWA-Gaza and aimed to 

measure the availability of LO characteristics and their reflection on the 

Education Center Performance as evaluated by the center Supervisors. 

The study depended on the analytical descriptive approach and the field 

study technique. A special questionnaire was designed and distributed to 

83 supervisors in the EDC. The received questionnaires were analyzed 

using SPSS through, Pearson correlation , One way ANOVA, simple   

and "t test " 

The result of the study were : 

1. The level of LO characteristics is weak at all levels of the EDC in 

the education department in UNRWA. 

2. There is a positive correlation between existence of LO 

characteristics and the performance of EDC in the education 

department in UNRWA.. 

3. There is insignificant difference between level of LO dimension 

among the investigated members attributed to gender at all levels 

in the EDC in the education department in UNRWA. 

4. There is insignificant difference between level of LO dimension 

among the investigated members attributed to specialization at all 

levels in the EDC in the education department in UNRWA. 

5. There is insignificant difference between level of LO dimension 

among the investigated members attributed to experience  at all 

levels in the EDC in the education department in UNRWA. 

6. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at all levels in the EDC in favor of the 

supervisors who have master level in the EDC. 
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7. There is significant difference between level of LO dimension 

among the investigated members who have bachelor  and others 

who have PhD degree at all  level in the EDC in favor of the 

supervisors who have bachelor  in the EDC. 

8. There is insignificant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have master degree at all  levels in the EDC. 
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1. Chapter 1 

Introduction 

1.1. Preface: 

The phrase “learning organization (LO)” refers to a very significant 

movement in organization development and was popularized by Peter  

Senge in his landmark book "The Fifth Discipline: The Art and Practice of 

Learning Organization", (Senge 1990). According to Peter Senge "learning 

organizations are: organizations where people continually expand their 

capacity to create the results they truly desire, where new and expansive 

patterns of thinking are nurtured, where collective aspiration is set free, 

and where people are continually learning to see the whole 

together".(Senge 1990). 

                  Also (Mark Addleson 1997) defines learning organization as 

"an organization that builds collaborative relationships in order to draw 

strength from the diverse knowledge, experience, capabilities, and ways 

of doing things that people and communities have and use."  

1 – 1- 1 Characteristics of LO:  

       There are many classifications to the characteristic of LO identified 

by authors; one of the most appropriate classifications of the 

characteristic of LO is as the following: 

1 - Learning Culture - an organizational climate that nurtures learning. 

There is a strong similarity with those characteristics associated with 

innovation. 

• Future, external orientation. 

• Free exchange and flow of information. 

http://www.infed.org/biblio/learning-organization.htm
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• Commitment to learning, personal development. 

• Valuing people. 

• Climate of openness and trust. 

• Learning from experience. 

2 -Processes - processes that encourage interaction across boundaries. 

These are infrastructure, development and management processes, as 

opposed to business operational processes . 

• Strategic and Scenario Planning.  

• Competitor Analysis.  

• Information and Knowledge Management.  

• Capability Planning.  

• Team and Organization development.  

• Performance Measurement.  

• Reward and Recognition Systems. 

3 -Tools and Techniques - methods that aid individual and group learning, 

such as creativity and problem solving techniques. Tool numerous to cover 

in detail, but include a wide range of learning and creativity skills in the 

following groups: 

• Inquiry - interviewing, seeking information  

• Creativity - brainstorming, associating ideas  

• Making sense of situations - organizing information and 

thoughts  

• Making choices - deciding courses of action  

• Observing outcomes - recording, observation  

• Reframing knowledge - embedding new knowledge into 

mental models, memorizing. 

http://www.skyrme.com/resource/kmbasics.htm
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4 - Skills and Motivation - to learn and adapt. 

Collective (i.e. team and organizational) learning require skills for sharing 

information and knowledge, particularly implicit knowledge, assumptions 

and beliefs that are traditionally "beneath the surface". Key skills here are: 

• Communication, especially across organizational boundaries.  

• Listening and observing.  

• Monitoring and supporting colleagues.  

• Taking a holistic perspective - seeing the team and 

organization as a whole.  

• Coping with challenge and uncertainty. 

  The above mentioned characteristics were examined in UNRWA 

education development center in Gaza to judge whether the organization 

have the characteristic of LO and if these characteristics have impact on the 

performance of the center. 

UNRWA, the United Nations Relief and Works Agency for 

Palestine Refugees in the Near East, was established by United Nations 

General Assembly resolution 302 (IV) of 8 December 1949 to carry out 

direct relief and works programs for Palestine refugees. The Agency began 

operations on 1 May 1950. In the absence of a solution to the Palestine 

refugee problem, the General Assembly has repeatedly renewed 

UNRWA's mandate, most recently extending it until 30 June 2008. 

(UNRWA, website 2007). 

 Since its establishment, the Agency has delivered its services in 

times of relative calm in the Middle East, and in times of hostilities. It has 

fed, housed and clothed tens of thousands of fleeing refugees and at the 



 4

same time educated and given health care to hundreds of thousands of 

young refugees. 

 Today, UNRWA is the main provider of basic services - education, health, 

relief and social services - to over 4.3 million registered Palestine refugees 

in the Middle East. (UNRWA, website 2007).  

1.2. Problem of the study: 

This study will investigate the level of LO and it's characteristics in 

education development center (EDC) and their impact on the performance  

of the center .  

1.3. Study objectives: 

This study aims to: 

1- Investigate the level of LO characteristics in UNRWA 

education development center. 

2- Highlight the impact of LO characteristic in educational 

development center (EDC on the performance of the center. 

3- The study will come up with some content and studies of LO 

aspects in the center to promote the business performance.  

1.4. Hypotheses: 

First Hypothesis: There is a significant correlation between availability of 

LO characteristics in UNRWA education development center & the 

performance of the center. 

  Second Hypothesis: There is a significant difference in the level of LO 

characteristics  among the investigated members attributed to the  personal 

characteristics(experience, specialization, gender, education degree) . 
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1.5. Limitations: 

1. Scope of study: The study has coped with evaluating the 

performance of Education Development Center perspectives through 

the analysis of the questionnaire results.      

The primary information related to the supervisors point of views 

are limited in the period of conducting the questionnaire in the first 

week of July 2007 and collected within five weeks. 

2. Limitations of place: The study has been conducted only in the 

Education Development Center. 

1.6. Study Variables : According to (Dimension of learning 

organization questionnaire, DLOQ), four perspectives should be 

measured which composed of number of independent variables as 

explained in figure (1-1): 

 

Figure (1-1): Variables of the study 

Independent Variables                                                   Dependent 

Variable 

 

 

 

 

 

 

1.7. Importance of the study 

As new demographics, new technologies, and new global structures 

become the order of the day, the very nature of work, organizations, and 

management is undergoing fundamental change. In this new hyper-

competitive environment, learning becomes the central focus as the human 

• Learning at the individual level. 
 

• Learning at the group level. 

 

• Learning at the center level. 

 

• Total of all levels. 

 

Performance of education 

development center. 
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resource becomes the main resource around which a sustainable 

competitive or strategic advantage can be built. Managers need to learn 

ways of organizing that are less hierarchical, more democratic, and 

focused upon skill and knowledge development. "The challenge for 

leaders in the twenty-first century will be how to release the brainpower of 

their organizations" (Bennis, 1997). One of today's most pressing global 

challenges in development is to implement the conception of the learning 

organization. 

The importance of the this study can be summarized as following : 

1. This study is the first in Palestine that discusses the aspect of 

learning organization according to the researcher  knowledge. 

2. The study will try to focus on the importance of  LO as a source of 

motivation and effectiveness. 

3. In this study the researcher aims to help the leadership in the 

education department in UNRWA in Gaza to use this conception to 

enhance their performance. 

4. The study may be a suitable base for other researchers for more 

studies in this important aspect. 

1.8. Study structure: 

The study Text is divided into five chapters as follows: 

A) Chapter 1: Introduction and Previous studies. 

B) Chapter 2 : Review of Literature. 

C) Chapter 3 : Study methodology (Analyzing the probabilities of the 

sample). 

D) Chapter 4 : Empirical Framework ( Hypotheses Testing & 

Discussion). 

E) Chapter 5: Conclusions and Recommendations. 
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1.9. Study Population and Sample: 

. Gaza strip locates in the south of Palestine, it is about 360 km
2
. In 

Gaza strip there is about 1.5 millions peoples. More than 60% of them are 

refugees who are got their education by UNRWA.  UNRWA presents its 

service to about 194,000 students in 193 schools in the academic year 

2006/2007 in Gaza strip. Every school has it's own manager and 85 school 

supervisors who follow up these schools. 

The population and the sample of the study are the school supervisors in 

the education department in UNRWA in Gaza strip. It consists of 83 

supervisors as the following table (1 – 1) : (UNRWA unpublished 

document 2006). 

Table No.1-1: The specialization of the supervisors in the EDC : 

 

No Specialization number 

1- Arabic  12 

2- Mathematics 8 

3- Science  9 

4- Religion  4 

5- Social studies 6 

6- English  9 

7- Lower elementary 18 

8- Others 17 

 Total 83 

 

1.10. Previous studies 

 The following studies are some recent empirical studies related to 

the learning organization concept and organizational performance. In 

general, these studies show significant, positive relationships between the 
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aspects of learning organization and performance and some financial 

indicators, as well as innovation, new product success, market share, and 

reliable performance. 

 

 

1- 10 – 1 Liz Lee-Kelley (2007). 

            The title of the study is " An exploration of the relationship 

between learning organizations and the retention of knowledge 

workers " . The purpose of this study is to demonstrate a relationship 

between learning organization theory and the potential to retain knowledge 

workers. It emphasizes that human resource (HR) managers must 

recognize specific relationships between learning organization elements, 

job satisfaction facets and turnover intent as they emerge for their 

knowledge workers. 

A survey was undertaken sampling knowledge workers in the 

information technology (IT) industry. The instrument was designed to 

explore the impact of learning organization disciplines upon job 

satisfaction and the importance of job satisfaction in determining turnover 

intent. 

           Analysis of the survey showed evidence of a relationship between 

learning organization disciplines and turnover intent. All the learning 

organization disciplines discussed in the study correlated to at least one of 

the job satisfaction dimensions, of which reward and challenge exerted the 

most significant influence upon turnover intent. 

          The results suggest that three initial strategies should be 

implemented by HR managers in order to reduce possible staff turnover. 

The strategies identified are first, linking shared vision, challenge and 

systems thinking together via personal mastery; second, being more 

critical of which mental models are developed and shared within the 
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organization; and finally, developing team learning systems throughout the 

organization. 

 This study emphasizes that HR managers should recognize specific 

career needs for their knowledge workers and that adopting appropriate 

strategies will increase retention. 

 

1- 10-2 Carroll M. Graham, Fredrick Muyia 

Nafukho (2007). 

             The title of the study is " Employees' perception toward the 

dimension of culture in enhancing organizational learning". The 

purpose of this study is to determine employees' perception of the 

dimension of culture toward organizational learning readiness. The study 

also seeks to compare employees' work experience, work shifts and their 

perception toward the dimension of culture in enhancing organizational 

learning readiness. 

      A questionnaire was administered to 150 employees of a 

manufacturing enterprise. ANOVA was utilized to investigate the 

relationship between longevity, work shift, and perception toward the 

dimension of culture in enhancing organizational learning. To determine 

which of the work shifts had a significant relationship with the dependent 

variable employees' perception toward the dimension of culture in 

enhancing organizational learning, a posteriori contrasts were established. 

     The independent variables longevity and work shift were statistically 

significant, while the interaction effect was nonsignificant. The application 

of the results of this study is limited to the one small business enterprise 

that participated in this study and cannot be generalized to other similar 

organizations. But the findings are important since they reveal that 
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employees' work experience and work shifts make a difference when 

compared to the participants' perception toward the dimension of culture in 

enhancing organizational learning readiness of the small business 

enterprise studied.  

    Findings of this study show that it is important to determine the 

perceptions of employees toward the dimension of culture in enhancing 

organizational learning readiness. In addition, managers of this small 

business enterprise should find the results of this study useful in designing 

work shifts intended to promote organizational learning practices. 

Emphasis should be directed towards shift interface issues, knowledge 

dissemination, and evaluation.  

1 – 10 -  3   Su-Chao Chang, Ming-Shing Lee, (2007). 

The title of the study is " A study on relationship among leadership, 

organizational culture, the operation of learning organization and 

employees' job satisfaction". The main purpose of this study is to 

investigate the relationship among leadership, organizational culture, the 

operation of learning organization and employees' job satisfaction. 

A quantitative study design was employed. A total of 1,000 

questionnaires were mailed out and received 134 valid replies. The study 

results indicate that the various operation extents of learning organization 

have significant difference under the dimensions of leadership, 

organizational culture and the operation of learning organization. Both 

leadership and organizational culture can positively and significantly 

affect the operation of learning organization. In addition, the operation of 

learning organizations has a significantly positive effect on employees' job 

satisfaction. 
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            Although this study is adopted with questionnaire investigation and 

concise questions to the best of one's ability it is still not known whether 

the respondents can substantially understand the original contextual 

meaning of the questionnaire to show the results with a true reflection. 

        The study shows that, with the increasing number of knowledge 

workers in Taiwan, it is impossible for business administrators to satisfy 

employees' demands by means of conventional leadership. Instead, they 

are required to enhance their own skills in transformational leadership and, 

through setting a good example to employees, encouraging innovation and 

learning activities, developing employees' potentials, giving education and 

training activities, etc, more money incentives, this is necessary to keep 

people with excellent talents. 

1 – 10 -4 Wang Xiaohui and Yang Baiyin (2006). 

            The title of the study is " The culture of learning organizations 

in Chinese state-owned and privately-owned enterprises: An empirical 

study " . By using the instrument called dimensions of learning 

organization questionnaire (DLOQ), and the data collected from 919 

employees in nine companies located in Guangdong Province, China, the 

present empirical study explores the culture of learning organizations in 

Chinese business settings.  

Findings suggest that the DLOQ is applicable to the context of 

China as well, and those demographic variables, such as age and 

educational level, together with the types of ownership of Chinese 

companies, such as state-owned enterprises (SOEs) and privately-owned 

enterprises (POEs), suggest differences in the culture of learning 

organizations. Results also indicate that the learning organization culture 

of a firm has strongly positive impact on employees’ job satisfaction and 

perceived organizational performance.  
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Two implications should be noted. First, as employees in middle age 

and with college education show the strongest sense of improving the 

learning culture, it can be inferred that demographic characters and groups 

may influence the organization’s learning culture differently. Second, as 

POEs have a better learning atmosphere than SOEs, it can be inferred that 

POEs have a stronger competitiveness than SOEs in terms of learning 

ability and organizational performance.  

To indigenize the Western construct and instrument of learning 

organizations, the present study, as an exploratory study, gives substantial 

knowledge on the subject and seeks to fill the gap in the literature, despite 

the limitations of cultural nuances and a narrowly-concentrated sample.  

1 – 10 – 5  Jyotsna  Bhatnagar ( 2006 ).  

 The title of the study is " Measuring organizational learning 

capability in Indian managers and establishing firm performance 

linkage". The purpose of this study is to measure Organizational Learning 

Capability (OLC) perception in the managers of public, private and 

multinational organizations and establish the link between OLC and firm 

performance. The data were collected from a sample of 612 managers 

randomly drawn from Indian industry, using a questionnaire survey. 

         Organizational capability perception for the managers of the IT 

sector and of multinational firms was the highest, while it was lowest for 

the engineering sector. Mixed results were found for the market indicators 

of firm performance, i.e. firm's financial turnover and firm's profit as 

predictors of OLC in Indian organizations, where financial turnover was 

predicting organizational learning capability. 

            The result of this study implies the criticality of organizational 

learning capability and its enhancement in Indian Managers. The current 

study lends credence to measuring OLC in Indian organizations. 

Managerial responses based on nature of ownership and type of industry 
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also significantly differ in their perception of OLC, with Information 

technology sector managers and multinational managers showing higher 

OLC. Further it shows good signs for development of potential and 

capabilities, though the managers felt that the processes for encouragement 

of experimentation and environmental scanning needed more attention in 

the Indian Industry 

1– 10-6   Marah F. Abu Khadra, Ibrahim A. Rawabdeh 

(2006). 

The title of the study is " Assessment of development of the 

learning organization concept in Jordanian industrial companies". The 

purpose of this study is to examine the impact on organizational 

performance of the application of management and human resource 

practices, and to attempt to outline key elements and assess development 

of the learning organization (LO) concept in Jordan. 

                 The tool described in this article assesses relationships between 

LO practices and financial and operational performance measures. The 

empirical study aims at deconstructing the LO formation through the 

development and validation of a conceptual model. A total of 41 

companies belonging to large industrial sectors in Jordan participated in a 

survey by responding to a study questionnaire. 

A hypothetical model for the learning organization is constructed and 

validated.  

The model explored the LO implementation constructs that can be 

implemented and continuously improved by an organization when 

transforming to a learning organization. The model includes six basic 

components: leadership, strategic planning, organizational performance, 

TQM principles and concept, organizational learning, and LO practices.  
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The empirical study results revealed that the LO structure in 

Jordanian industrial companies incorporates five constructs: learning and 

information sharing, vision and strategy, rewards and recognition, 

benchmarking, and training. Therefore, companies need to improve 

existing practices and introduce new methods in order to reach a LO 

status.  

A valid and reliable instrument to measure the dimensions or 

constructs of the LO concept in Jordanian industries is newly developed. 

Relationship assessment revealed that one construct, learning and 

development, proved to be strongly significant and positively related to 

company performance in Jordan. Thus, it is found that learning and 

development is the only significant predictor of learning organizations.  

Consequently, companies may wish to focus initially on this fact to 

aid in the transformation from the current state to that of a learning 

organization. Companies which are advanced in any of the practices tend 

generally to be more advanced on others. The researchers conclude that 

the positive relationship between the LO constructs and organizational 

performance, are supported. The variation between participant companies 

was negligible, and therefore supports the notion of verifying the 

importance and usefulness of measuring. 

1- 10 – 7 Yang. Watkins & Marsich   ( 2004 ).  

 The title of the study is "The Construct of the learning 

organization: Dimension, Measurement, and Validation". The purpose 

of the study is to develop and validate an instrument measuring the 

construct of the learning organization. It investigated the construct validity 

of the instrument by examining the number of dimensions thought to 

explain the interrelationships among items on the instrument, and by 
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examining the relationship between learning characteristics on the 

instrument and organizational outcome variables.  

This study describes efforts to develop and validate a 

multidimensional measure of the learning organization. An instrument was 

developed based on a critical review of both the conceptualization and 

practice of this construct. Supporting validity evidence for the instrument 

was obtained from several sources, including best model-data fit among 

alternative measurement models, nomological network among dimensions 

of the learning organization, and organizational performance outcomes. 

Acceptable reliability estimates were obtained for the seven proposed 

dimensions. Consequently, the instrument, Dimensions of the Learning 

Organization Questionnaire, was recommended for use in organizational 

studies. 

 The studier concludes that provided evidence of reliability and 

validity for the DLOQ that measures the construct of learning orientation. 

Demonstrated strong evidence of construct validity for the scale measuring 

dimensions of the learning organization. Confirmed that the concept of 

The LO is a multidimensional construct. Results indicated that a 

considerable proportion of the variance among self-reported organizational 

performance outcomes can be explained by the dimensions of the LO.  

1- 10- 8   Joe Power, Di Waddell (2004). 

               The title of the study i0s " The link between self-managed 

work teams (SMWTs) and learning organizations using performance 

indicators". this study takes a broad range of indicators into account to 

assess their relationship to self-managed teams and the learning 

organization. The questionnaire used in this study was designed for human 

resource managers (HRMs) across multiple Australian industries. HRMs 
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were targeted given their noted role as a “coach/counselor/advisor” in 

SMWTs, and their role as a “facilitator” in the learning organization.  

The target population for this study included 200 randomly selected 

public and private organizations across multiple Australian industries 

found in the Business Review Weekly top 1,000 list . 

The following conclusions have been drawn from the study: 

• The relationship between SMWTs and the learning 

organization concept is statistically insignificant.  

• There is a positive and significant relationship between 

SMWTs and the learning organization.  

• The relationship between SMWTs and performance (i.e. 

knowledge performance, financial performance, customer 

satisfaction and turnover) is statistically insignificant.  

• The qualitative data, however, suggested a positive and 

significant relationship between SMWTs and performance . 

• The learning organization's relationship to knowledge 

performance, financial performance and customer satisfaction was 

found to be statistically significant. But the relationship between the 

learning organization and turnover was not statistically significant.  

1 -10 -9 Tseng, Chao-Sheng  (2003). 

         The title of the study is " The study of relationship between the 

perception of the characteristics of a learning organization by 

employees and their organizational commitment." In this study, the 

characteristics of an organization are treated as independent variables, 

organizational commitment as a dependent variable, personal 

characteristics as a control variable, while questionnaires are designed 

to gather data. 357 units of questionnaires (with 302 effective 

http://zippo.vtls.com/cgi-bin/ndltd/chameleon?host=localhost%2b3668%2bDEFAULT&search=SCAN&function=INITREQ&SourceScreen=CARDSCR&sessionid=2007071403295423828&skin=ndltd&conf=.%2fchameleon.conf&lng=en&itemu1=1003&scant1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of%20a%20learning%20organization%20by%20employees%20and%20their%20organizational%20commitment.&scanu1=4&u1=1003&t1=Tseng,%20Chao-Sheng&elementcount=3&pos=1&prevpos=1&beginsrch=1
http://zippo.vtls.com/cgi-bin/ndltd/chameleon?host=localhost%2b3668%2bDEFAULT&search=SCAN&function=INITREQ&SourceScreen=CARDSCR&sessionid=2007071403295423828&skin=ndltd&conf=.%2fchameleon.conf&lng=en&itemu1=4&scant1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of%20a%20learning%20organization%20by%20employees%20and%20their%20organizational%20commitment.&scanu1=4&u1=4&t1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of
http://zippo.vtls.com/cgi-bin/ndltd/chameleon?host=localhost%2b3668%2bDEFAULT&search=SCAN&function=INITREQ&SourceScreen=CARDSCR&sessionid=2007071403295423828&skin=ndltd&conf=.%2fchameleon.conf&lng=en&itemu1=4&scant1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of%20a%20learning%20organization%20by%20employees%20and%20their%20organizational%20commitment.&scanu1=4&u1=4&t1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of
http://zippo.vtls.com/cgi-bin/ndltd/chameleon?host=localhost%2b3668%2bDEFAULT&search=SCAN&function=INITREQ&SourceScreen=CARDSCR&sessionid=2007071403295423828&skin=ndltd&conf=.%2fchameleon.conf&lng=en&itemu1=4&scant1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of%20a%20learning%20organization%20by%20employees%20and%20their%20organizational%20commitment.&scanu1=4&u1=4&t1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of
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respondents) were distributed to the employees who work in two 

companies, which had good performances and have experienced 

organizational revolution in the past two years. 

 They conclude that If a company concentrates its attention into 

developing the structure and improving the performance, then it has 

owned partial characteristics of a learning organization basically. If the 

employees' perception of these characteristics increases their 

commitment to the organization, the managers will be confident in 

taking action leading to organizational revolution. 

    The study findings show that the perception of the characteristics 

of a learning organization by employees does affect the organizational 

commitment. This means that in the event of an organization stepping 

forward to becoming a learning organization, the characteristics of a 

learning organization will exist in working experience, organizational 

structure, organizational culture, and information management, and the 

characteristics will promote employees value commitment, effort 

commitment, and retention commitment. The relation between 

characteristics of a learning organization and organizational 

commitment is meaningful for the organization, managers and 

employees. 

1- 10 – 10 Peter Murray  (2003). 

         The title of the study is " Organizational learning, competencies, 

and firm performance: empirical observations". The purpose of this 

study is to illustrate though empirical study that different types of 

competencies and the learning behaviors they display have a significant 

impact on organizational performance. The study examines empirical 

evidence from study conducted in the Australian construction industry. It 

determines the affect on firm performance of different learning behaviors 



 18

categorized at different learning levels, and explores whether firm 

performance is influenced more by lower or higher-level learning 

behavior. 

A survey was developed as the principal means of data collection while 

attending meetings, reviewing published documentation, and 

preliminary interviews were the source of other data. 

The results were expected to show a number of performance 

implications. If groups of competencies had the same impact on project 

performance (i.e. equal impact on project performance of competencies at 

various learning levels), this would confirm suspicions in the industry that 

project performance goals were established in isolation of organizational 

learning practices.  

While it is necessary for the industry to base much of its learning on 

structured-driven behaviors (i.e. formal policies, procedures, and practices 

of performing standardized project work), there was a perception in the 

industry that standardization alone was a poor substitute for new work 

structures and process improvements . Management or personal 

competencies for example were considered to be critical in reshaping and 

defining future industry posture. 

          This study suggests that there should be a greater impact on firm 

performance. The results found that firm performance was indeed 

influenced by learning routines but that these were not abundantly evident. 

The study can find some justification that the impact of competencies will 

be more extensive on short-term profit with evidence of learning routines 

at both lower and higher learning levels. 
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1-10-11  Conrad C. Szymczak, Derek H.T. Walker (2003). 

         The title of the study is " Boeing – a case study example of 

enterprise project management from a learning organization 

perspective".  The principal aim of this study is to introduce the concept 

of enterprise project management (EPM) and review it from a learning 

organizational perspective in order that we may better understand how this 

concept is relevant to project management practice. First, we discuss the 

wider EPM agenda of inclusiveness and multiple stakeholders with its 

opportunity to leverage information and knowledge of a wider group of 

stakeholders than the managers of projects.  

They define what we mean by EPM and describe how enterprise culture 

and supporting information systems and other knowledge assets interrelate 

to become an enabler or disabler, and we offer some ideas of how these 

problems may be addressed. We then illustrate examples of a learning 

organization framework and discuss how this facilitates EPM. We 

continue this line of argument with some examples of how an 

organizational learning approach is being adopted by the Boeing 

Company.  

This provides tangible evidence of advantages to be gained from 

this approach and a solid basis for discussion of Boeing as an exemplar 

EPM organization. Finally, we conclude with analysis of the EPM concept 

from a learning organization perspective and discuss the implications that 

this may have on project management. 

This study helps explain the impact and potential for companies to better 

leverage knowledge and organizational learning from their portfolio of 

projects. It offers a model based on analysis of the development of the 
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Boeing Company and from change management theory of a way to 

achieve an enterprise project management culture through organizational 

learning.  

The study provides insight into and a rationale for improvement of 

project management practice for organizations that currently possess the 

ability to intelligently use knowledge gained from many projects to service 

their stakeholders. This ability provides the feedstock for organizational 

reinvention that can be a survival mechanism in reacting to changed 

circumstances as well as providing a proactive mechanism for developing 

new markets. In doing so, the study draws attention to both the requisite 

enterprise knowledge management infrastructure and the required 

organizational culture that supports commitment and enthusiasm 

1– 10 -12  Sonia Dasí Rodríguez, and others (2003). 

 The title of the study is" An empirical study about the effect of 

cultural problematic on organizational learning in alliances". They 

sent a questionnaire to small and medium-sized businesses in Spain – 

namely in the Valencian community – that had established cooperation 

agreements at an international level during 1997 and 1998 – data gained 

from a public institution. From a total of 126 companies, a sample of 19 

was obtained, supposing a valid percentage of answers of 15.1 per cent.  

After the results obtained in this study we can indicate that 

organizational culture is one of the factors that exerts significant influence 

on the learning that takes place in international cooperation agreements, 

two of the elements that especially affect it being the size of the partner 

company and its nationality. 
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Thus, the differences between national cultures of the partners, that 

are projected in the unequal attitudes regarding work, in different 

languages, or in the different communication systems, affect negatively the 

joint work and, logically, their own process of organizational learning and 

the generation of knowledge as a result of the agreement. Also, the 

disparities in size of the partners cause divergences in the routines, 

structures and ways of work that make organizational learning very 

difficult. 

However, the direction of this influence changes radically with the 

existence of trust between partners. When high degrees of trust exist, it is 

indeed with accused cultural differences when processes of learning of 

greater level start and, in addition, the generated knowledge affects in a 

more significant way to the policies and the underlying values of the 

organization. 

1- 10 – 13  Anona Armstrong, Patrick Foley (2003). 

 The title of the study is "Foundations for a learning organization: 

organization learning mechanisms(OLMs )". The objective of the study 

was to identify the components that underpin the development and 

operation of a learning organization, i.e. the foundations, or organizational 

learning mechanisms, that support the development and maintenance of a 

learning organization. The study identified four facilitating mechanisms: 

the learning environment, identifying learning and development needs, 

meeting learning and development needs and applying learning in the 

workplace. Factor analysis of the learning environment questionnaire 

identified 12 scales that supported the structural hypotheses. This study 

provides an instrument for systematically measuring and monitoring 

progress towards achieving a learning organization. 
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This study, we proposed a multifaceted definition of organizational 

learning mechanisms. The study describes the principles that guided the 

development of the LEQ, a learning environment questionnaire, developed 

to measure the cultural and structural facets of a learning organization. The 

study presents the results of a factor analysis of the dimensions underlying 

the scales.  

The results support the hypothesized dimensions and suggest that 

the scales in the questionnaire are meaningful constructs of different 

organizational learning mechanisms. From this perspective the LEQ may 

prove a valuable framework with which to design and analyze the values 

and structures supporting learning organizations and monitor their 

progress. 

Considering the extensive literature on organizational learning, the 

discussion of interventions aimed specifically at developing organizational 

learning is slim. Focusing on OLMs provides a clear and distinct direction 

for such interventions. Building learning organizations requires 

institutionalizing OLMs in them by establishing and monitoring OLMs as 

well as having the necessary organizational enabling values.  

The main benefits of the LEQ are that it provides a publicly 

available instrument that can be used to gauge the readiness of and 

increase the preparation of an organization for becoming a learning 

organization, identifies the requirements for supporting its development 

and maintenance, and identifies the support structures that are needed to 

meet the current and future needs of the organization. 
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1– 10 – 14  Y.L. Jack Lam, S.K. Nicholas Pang 

(2003). 

 The title of the study is "The relative effects of environmental, 

internal and contextual factors on organizational learning: the case of 

Hong Kong schools under reforms". The study attempts to satisfy two 

objectives: first, to compare the relative importance of external 

environment, internal conditions and contextual variables as the major 

source or momentum for school organizational learning. Second, to map 

out the intricate causal relationships among all external, internal and 

contextual factors with organizational learning process and outcomes. 

The tool for collecting data was a survey consisting of four 

components. The first component probed into teachers’ background 

information. This encompassed personal and school factors. The second 

component consists of modification of a School Environment Constraint 

Instrument for measuring Canadian public school external contexts. The 

third component consists of items which identified specific characteristics 

of “transformational leadership”, “school culture” and “school structure”. 

The fourth component consists of items measuring organizational learning. 

Altogether, 67 subsidized schools (31 elementary and 36 secondary) 

in Hong Kong constituted the sample. the findings is a clear affirmation 

that school internal conditions  notably transformational leadership, 

positive school culture and supportive structure – outrank factors from 

other sources as the most critical elements in promoting organizational 

change. They continue to exert a prevailing influence on organizational 

learning process and outcomes. When principals begin to restructure their 

schools such that there is more flexible scheduling, more teamwork, more 
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collective decision making, and when they promote supportive norms 

among colleagues, organizational learning will be formally endorsed. 

Furthermore, the effects of favorable internal school conditions 

remain unchanged irrespective of the type and nature of schools or 

individual personal and background factors. Environmental constraints 

coming from different domains have not shown to be the dominant forces 

for organizations to engage in learning. Rather they provide the incentive 

or source of motivation that encourages school leaders to initiate learning 

process within their schools. In this context, we would have to support the 

proposition from the “strategic schools” that it is the leaders through their 

voluntary choice that bring about organizational changes. 

Indeed, from our findings, one notes that, at best, it only exerts its 

irregular and inconsistent impact on schools’ organizational learning 

process and outcomes.  

1– 10-15  Ayers (2002). 

 The title of the study is" Perceptions of university Outreach and 

Extension Agriculture Business Counselors as a learning 

Organization". The purpose of the study is to understand the relationship 

between the learning organization and the agriculture extension service  in 

initiating efforts. The studier concludes that the relationship between the 

learning organization and the extension service is not well understood. The 

extension service has a history of facilitating learning environments in 

rural areas. In recent years, there has been concern about the effectiveness 

of the extension service in initiating change through educational efforts. 

Study indicated that the use of learning organization concepts within an 

organization increased that organization's viability and effectiveness. 
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             The Agriculture Business Counselors, a group within University 

Outreach and Extension, University of Missouri was evaluated as to their 

perceptions of learning organization concepts within their organization. 

This group was formed to facilitate value added agriculture enterprises. 

The Dimensions of the Learning Organization Questionnaire (DLOQ) and 

six organizational questions were used in the evaluation. The DLOQ uses 

seven action imperatives of a learning organization. These action 

imperatives include (a) create continuous learning opportunities; 

(b) promote inquiry and dialogue; (c) encourage collaboration and team 

learning; (d) establish systems to capture and share learning; (e) empower 

people toward a collective vision; (f) connect the organization to its 

environment and; (g) use leaders who model learning at the individual, 

team and organizational level. 

            Results showed that when compared to two other organizations the 

Agriculture Business Counselors had higher overall scores for six of the 

seven action imperatives and were significantly different for five of the 

seven action imperatives when compared to both organizations. Scores 

were significantly different from those employees with less years in their 

organization for three of the seven action imperatives. Employees with the 

highest level of participation in the Agriculture Business Counselors 

Group had the highest scores as compared to those with lower levels of 

participation. Scores of employees who had a high level of participation 

were significantly different from those with medium, low or both medium 

and low participation for each of the action imperatives, except for the 

action imperatives of create continuous learning opportunities and promote 

inquiry and dialogue. 
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1-10-16  Ellinger , Ellinger , Yang & Howton (2002). 

 The title of the study is "Dimensions of the learning organization 

as determinants of organizational performance in  firms".  The purpose 

of the study is to assess the relationship between the learning organization 

concepts as described by the dimensions of the learning Organization 

Questionnaire and firms' financial performance using both perceptual 

measures of firm performance and objective, secondary financial data.  

The studiers conclude that the concept of the learning organization 

has received considerable attention in the scholarly literature because 

superior learning processes have been heralded as a source of competitive 

advantage. Organizations that embrace strategies consistent with the 

learning organization are thought to achieve improved performance. Yet 

few empirical studies have examined the relationship between the learning 

organization concept and firms' financial performance. To assess this 

association, the authors obtained managerial responses to the Dimensions 

of the Learning Organization Questionnaire (DLOQ) instrument along 

with both perceptual and objective measures of firms' financial 

performance. Results suggest a positive association between the learning 

organization concept and firms' financial performance. The article 

discusses implications for study and practice. 

1– 10-17  Diane Sterhaus  Neefe  (2002). 

 The title of the study is "Comparing levels of organizational 

learning maturity of colleges and universities participating in 

traditional and nontraditional accreditation processes" . The 

purpose of this study is to compare the levels of organizational 

learning maturity of colleges and universities participating in 

traditional and non-traditional accreditation processes.  A survey 

instrument was developed to quantify managerial practices at colleges 
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and universities relative to the integral components of a learning 

organization.  

 The surveys obtained the subjective opinions of faculty at twelve 

colleges and universities. Six of the institutions are accredited 

traditionally, while the remaining six are accredited using North 

Central Association’s alternative accreditation process, AQIP 

(Academic Quality Improvement Project) 

Results of the survey indicate concepts of organizational learning 

are present in higher education.  In general, the majority of institutions 

were utilizing practices that are characteristic of learning 

organizations. Collectively, the non-traditionally accredited 

institutions had a higher overall Organizational Learning Index and 

scored higher in the six categories of Shared Mission/Vision, 

Organizational Culture, Team Work and Team Learning, Sharing of 

Knowledge, Systems Thinking and Leadership.  Non-traditionally 

accredited colleges and universities demonstrated statistically 

significant scores in the three categories of Organizational Culture, 

Team Work and Team Learning, and Systems Thinking. 

The results indicate the non-traditionally accredited (AQIP) 

institutions are more mature than traditionally accredited institutions in 

those categories. 

1- 10-18  Ashok Jashapara (2002). 

 The title of the study is "Cognition, culture and competition: an 

empirical test of the learning organization" .This study examines the 

principal assumption underlying the learning organization literature that 

organizational learning leads to increased organizational performance and 

explores the role of organizational learning, culture and focused learning 

on organizational performance. The study is based on a stratified sample 

of 181 UK construction firms and adopts a structural equation 



 28

methodology. As no scales exist from prior study, a new instrument is 

developed for a learning organization. 

            The results indicate that firms with cooperative cultures are more 

likely to achieve competitive advantage. Also firms reinforce the need for 

dialogue to improve communication and to strengthen a culture of 

openness and trust in organizations. However, an anomaly arises in the 

findings to show that competitive or political cultures are more likely to 

lead to double-loop learning. As such, the most effective organizations are 

more likely to have a flux between competitive and cooperative cultures 

rather than showing idealized forms of either. In this conception, 

organizational culture can be viewed as a continual struggle by groups of 

organizational members to impose values and identities on the role of 

others. This flux is characterized by the culture of adversarial client-

contractor relationships and the drive towards partnering in the UK 

construction industry. 

 The nature of construction as a project based, cyclical and 

fragmented industry maintains this inherent flux of organizational culture 

and hinders the total development of culture in its idealized forms of 

cooperation or competition. These findings add further support the 

definition of organizational learning from a cultural perspective and show 

direct links to organizational learning from a psychological and 

management science perspective . 

           The results conclude that organizations that continually questions 

their underlying assumptions and “do things differently” are more likely to 

achieve sustainable competitive advantage. 
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1– 10 - 19 Emily Boyle (2002). 

        The title of the study is " A critical appraisal of the performance of 

Royal Dutch Shell as a learning organization in the 1990s" . One 

organization that has been identified as “a premiere learning organization”, 

is Royal Dutch Shell (RDS). Despite this, in 1998 its results were the 

worst in its history. Seeks to explain how and why this happened. 

Considers the advantages claimed for learning organizations, the features 

of them that enhance an organization's competitive advantage and those 

that can obstruct their effectiveness. Analyses the performance of RDS 

over a period of time in the light of the changing conditions in the oil 

industry. In particular examines a variety of learning methods used by 

RDS in the critical period prior to and during the 1990s. 

 From this, addresses differences between the characteristics of RDS 

in the 1990s, compared with previously, on the one hand, and with those 

identified as significant for ensuring that learning organizations create 

competitive advantage, on other hand, in an effort to explain RDS’s poor 

performance at the end of the 1990s. 

           The evidence from this study of RDS as a learning organization in 

the 1990s suggests that procedures that facilitate learning should only be 

adopted if the organization has both a shared vision and an effective way 

of monitoring the activities of the empowered business units. RDS had 

neither. 

RDS’s performance in 1998 had affected its management deeply. 

The company had already engaged a number of management consultants 

to try to rebuild management commitment to the group and it had begun its 

restructuring programmed. However, after 1998, the “dismantling of the 

baronies” started in earnest. Most of the regional companies disappeared 
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and their headquarters were sold off. The number of strategic business 

units was reduced from five to four and the committee system of 

management was abandoned in favour of individual responsibility. 

Controls on capital spending were also tightened up. No longer will any 

project in which returns are expected to be greater than the costs be given 

the go ahead. Now, the capital for such projects is limited so that only the 

ones with the greatest potential are approved. By early 2000, return on 

capital employed had risen to 12.1 per cent, while capital spending had 

been reduced by 40 per cent . 

It has learnt that being a learning organization can give an organization 

competitive advantage but only if its leadership and members are 

committed to the same goals and they share a real sense of the 

organization as a community. 

1– 10 – 20  Gary D. Geroy, Orlando V. Phillip. (2000). 

                   The title of the study is " Predictors of learning 

organizations: a human resource development practitioner’s 

perspective". For this study, male and female professionals were asked to 

rate their perceptions about their organizations. They were asked to rate 

their organizational perceptions on rewards and recognition, training and 

education, information flow, vision and strategy, and individual team 

development. Finds that appropriate rewards and recognition are an under 

girding structure to the learning organization and that an environment of 

knowledge sharing and learning systems is an indication of a learning 

organization. 

      For this study, 48 working professionals from a population of 

approximately 150 in a Human Resource Development Master’s Degree 
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program were randomly selected to take both instruments. Of the 48, 27 

were female, 21 were male. A total of 50 questionnaires were handed out 

and 48 were returned for a 96 percent return rate. 

          This study determined there were two significant predictors of 

learning organizations when all five predictor variables were entered 

simultaneously using multiple linear regression. Rewards and recognition 

as well as training and education were predicted significantly and 

positively from the Learning Organization Profile. In other words, those 

participants who answered positively that they received rewards and 

recognition on the job and belong to an organization that emphasized 

training and education were most likely to assess their work environment 

as a learning organization. Gender was explored as predictors of learning 

organizations. However, the data suggested there were no significant 

differences or predictors between men and women. 

Comments on previous studies : 

 As it is mentioned, the learning organization subject is a new 

concept in the administration field and it was begun by Senge in 1990. The 

previous studies are chosen to be modern studies  between  the years (2000 

– 2007). The majority of these studies are in the profit business where the 

measurement of the outcomes and the performance of organization is 

easier than the education and universities fields. There is just one study 

from the Arab world although the researcher did his best to find studies in 

the learning organization subject from the Arab world. 

 All the studies concentrate on two items, the first item is the 

existence of the learning organization characteristics and it's construct and 

dimensions in the organizations. The second item is the relation between 



 32

the existence of the learning organization characteristics and performance 

of these organizations. To measure this performance, different  indicators 

are used as financial indicators, innovation, new product success, market 

share, and reliable performance. The majority of these studies indicate a 

significant correlation between the  existence of the learning organization 

characteristics and the different kinds of performance  indicators. In some 

of the previous studies the researchers use the DLOQ instrument to check 

the LO  characteristics and in this study the same instrument is used.    
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2. Chapter 2 

Review of Literature 

When Peter Senge’s book ‘The Fifth Discipline’ was first published 

in 1990, it created quite a stir and gave people a look into a company that 

most people would love to create and prefer to work for. The question, 

however, has always been how do you create this ideal Learning 

Organization. "Organizational learning is a powerful driving force, 

contributing to the success of many businesses in the United States" 

(Garvin, 1993).  

 Fierce competition has made old boundaries obsolete and dictated 

that new rules prevail.  The learning organization model “is especially apt 

for those who are seeking ways to conceptualize organizational structures 

and process to foster continuing responsiveness, effectiveness, and 

efficiency in administering education” (Dever, 1997). 

In the past fifteen to twenty years, "organizations have moved from 

total quality, to learning, to world-class continuous improvement and 

innovation in order to remain competitive" (Robinson, 1997).  As Garvin 

(1993) declares: “continuous improvement requires a commitment to 

learning” . 

According to Bennett & O'Brien (1994), “to survive and prosper on 

the ride into the 21st century, we must adopt a new way of managing that 

is based on our organizations’ capacity to learn and change- consciously, 

continuously and quickly.”  

  Also Goh and Richards (1998) maintain, “in order to stay 

competitive and survive, the challenge is not only to help organizations 

learn or increase their knowledge base but help them to learn more 

effectively”. 

This chapter will highlight concepts pertinent to learning organizations 
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and the education development center in UNRWA.  The review of 

literature will focus on six primary areas: 

 (1) The definition of learning organization. 

(2) Characteristics of learning organizations.  

(3) Common themes of learning organizations.  

(4) Benefits of a Learning Organization.  

(5) Key functions of a Learning Organization. 

(6). Education in UNRWA. 

2. 1  Definitions of a Learning Organization. 

The term ‘learning organization’ is defined by organizational 

practitioners in a variety of ways.  While a single definition is elusive, 

most experts view a learning organization as "a constantly evolving, living 

system focused on knowledge acquisition and improved performance" 

(Garvin, 1993). 

Senge (1990) defined a learning organization as "an organization 

that is continually expanding its capacity to create its future.  For such an 

organization, it is not enough merely to survive". Survival learning or 

what is more often termed adaptive learning must be joined by generative 

learning that enhances our capacity to create. 

 Bennett & O'Brien (1994) describe a learning organization as “an 

organization that has woven continuous and enhanced capacity to learn, 

adapt and change into its culture”. Garvin (1993) sets another explanation 

of a learning organization, "an organization skilled at creating, acquiring 

and transferring knowledge, and at modifying its behavior to reflect new 

knowledge and insights.”  

Gephart and Marsick (1996) more specifically characterize a learning 

organization as: 

“an organization that has an enhanced capacity to learn, adapt and change.  

It’s an organization in which learning processes are analyzed, monitored, 
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developed, managed and aligned with improvement and innovation goals.  

Its vision, strategy, leaders, values, structures, systems, processes and 

practices all work to foster people’s learning and development and to 

accelerate systems-level learning”. 

2 – 2  Characteristic  of the Learning Organization : 

2 – 2 – 1  Individual Learning (Personal Mastery). 

An organization is made up of people, it is not a living organism and 

therefore cannot learn in itself. The people within the organization can 

however learn, therefore a Learning Organization cannot exist if the 

people in the organization do not learn. 

A Learning Organization is one where employees have the ability to 

honestly and openly see reality as it exists.  

They have the ability to compare reality with perceptions; 

reconciling both into a coherent understanding. They are motivated and are 

continually expanding their horizons and learning. People that are 

continually learning are aware of their ignorance and their growth areas. 

The journey is the reward and there is never a destination. 

A learning individual must also be able to clarify what is important 

to them, what they would like to achieve out of life. What is important to a 

person now will not be the same as what will be important in 5 or 10 years 

time. You therefore need to continually evaluate the path you are on and 

ensure that it is the path that you want and will take you to your desired 

destination. Everyone needs a vision to move forward. 

"If one has achieved his vision there is no need to learn and grow. 

There should therefore always be a gap between what you have now, or 

where you are now and where you would like to be in the future. The 

tension that this gap creates is the reason for our learning and growing." 

Goh and Richards (1998) . 
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In essence this gap can be seen as failure, a gap between our current 

reality and our vision. Failure is therefore, an opportunity for learning. It is 

about learning why we are where we are, at the moment and how we 

intend to achieve our vision. It is therefore, important to have a thorough 

accurate understanding of your current reality. 

"Learning people are generally more committed, they have more 

initiative and take on more responsibility. They learn faster and therefore, 

add more to the organization. But it is important to remember that 

embarking on a path of personal growth is a matter of choice. No one can 

be forced to learn and grow, to do so will have the opposite effect." Goh 

and Richards (1998). 

2 – 2 – 2  Assumptions (Mental Models) 

 These are deeply held images of how we believe the world works. 

These deeply held images affect how we see things. The same event can 

therefore be interpreted differently by two people as what they see is 

affected by their mental models. 

"We most likely have deeply held assumptions about our company, our 

product, our market and our competition that we have held to be true for a 

while. The problem is that as the world changes those assumptions will 

deviate more and more from reality. Unless we are willing to continually 

reassess our assumptions and test and measure them we are vulnerable to 

serious problems." Senge (1990). 

"The problem with deep seated mental models is that even when 

new strategies are proved to be superior to the old ones, the organization 

often reverts back to the old strategies. These deeply held assumptions 

keep the old strategy in place in spite of all information supporting a new 

approach. The new approach has to be worked on; it can’t be paid lip 

service and ignored. It has to become a new mental model that all can see 

and validate for themselves.  If this doesn’t happen then the old strategies 
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appear to re prove themselves! What is assumed to be true, becomes true; 

The organization doesn’t learn and slides backwards". Goh and Richards 

(1998). 

How do you determine if your mental models are valid or merely 

the result of a leap of assumption? An assumption based on biased, 

antiquated thinking. The key is in honest investigation; the ability to give 

your point of view and have a peer to peer dialogue that generates true 

understanding. If in a meeting there are no questions being asked then 

there is no honest investigation going on. You cannot understand 

somebody else’s point of view unless you ask questions. Asking and 

answering questions is the beginning of creating a dialogue. Stating your 

position more firmly each time a question is asked or your ideas 

challenged is authoritarian and no way to achieve dialogue or to develop a 

learning organization, especially amongst your peers. 

"In a learning organization people are able to come together as peers to 

find the best mental models. In this environment there are no deep seated 

assumptions just the desire to find the right solution or develop a new 

system in a collaborative environment." Senge (1990). 

2 -  2 – 3   Shared Vision : 

Peter Senge (1990), in his book “The Fifth Discipline” describes a 

shared vision as " a force in people’s hearts, a force of impressive power".  

At its simplest level, a shared vision is the answer to the question,  

“What  do we want to create?. A shared vision is a picture that everyone in 

the company carries in their heads and hearts. With a shared vision 

everyone has a common destination and a common picture. They work 

together as a team, supporting and encouraging each other. There is no 

competition between people, therefore there is no need to pass blame or 

hide failures. Each activity leads to common learning and development. 
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 So what does a shared vision do for your company? It converts ‘the 

company ’into ‘our company'. "It creates a sense of commonality and 

gives  coherence to diverse activities. It creates excitement and leads to the 

making of an extraordinary company. It allows everyone to work together, 

and learn from one another as well as allowing people to communicate as 

equals. It creates a common identity with a sense of purpose. It encourages 

new ways of thinking and acting. It gives courage and fosters risk taking 

and experimentation, because people realize they won’t be chastised for 

getting it wrong the first time. People realize the rewards of 

experimentation outweigh the losses. Without a shared vision the learning 

organization cannot begin to exist". Senge (1990). 

 It’s a powerful concept. So how do you build a shared vision? It is 

not by top management going on a retreat, returning with the magic tablets 

from the wise man and with a vision written by consultant facilitators. It is 

not by telling the staff that everyone now needs to adapt and follow them. 

In an authoritarian organization you could just give a command and hope 

for results.  

Hopefully your organization isn’t authoritarian and has seen the 

light of the new dawn. A shared vision should build on individuals 

personal visions, it should start with their input and at every level it should 

be tested. Yes, management does have input, but not without involvement 

and feedback from all levels. 

 "Creating a vision is a never ending and key part of a leader’s 

position. A vision should be living and evident on a daily basis. The top 

need to be in touch with the personal visions of individuals so their ideas 

can reach the top. Leaders should always be asking for support and be 

sharing their personal visions. They should be listening. Building a shared 

vision does not happen in a week, it takes time to evolve and grow.  
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It requires individuals be free to express their opinions, ideas and 

dreams and more importantly the ability of everyone to really listen to 

other points of view. For a vision to work it must also tie in with the 

companies values. Values determine how you want to act on a day to day 

basis". Senge (1990). 

2 – 2 – 4 Team learning: 

  It’s a fact that a team that works as a  team is able to produce 

results over and above the sum of the abilities of the individual. This only 

happens when the team functions as one, when team members share a 

common vision and when they are all pulling in the same direction. It’s 

pure poetry in motion when this occurs. The experiences are discussed for 

decades. 

 Usually, however, a team is made up of a group of individuals who 

are headed in different directions. This lack of alignment between team 

members results in a lot of wasted energy as work done does not translate 

into team effort. In an unaligned team everyone is headed in a different 

direction. In an aligned team there is synergy, a common purpose, a shared 

vision and improved results. 

 "Team learning is the process of aligning the team and developing 

the capacity of the team to create results that they truly desire. It is about 

developing a shared vision within the team and building individual 

learning, because talented teams are made up of talented individuals. 

Learning teams are the beginning of a learning organization and provide a 

base for the organization to learn from its failures and to put insights into 

action." Senge (1990). 

 Within organizations, Senge (1990) maintains that team learning has 

three critical dimensions: 

1.   The ability to tap the many minds of the team. In many 

organizations the intelligence of the team is often less than the 
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intelligence of the team members. A learning team has greater 

intelligence. 

2. Innovative, coordinated action.  Where team members act in 

ways that complement each others’ actions. 

3. The role that team members play on other teams. Members of 

learning teams are able to pass their learning to other teams and 

therefore, encourage learning throughout the organization creating a 

Learning Organization. Senge (1990). 

"To create a learning team  it requires the ability of the team to 

engage in dialogue rather than discussion. Many people feel they 

have the need to be right and the need to have their opinion be the 

winning one. They want to be the ‘hero’ manager and provide ‘the’ 

definitive answer or solution to the problem. But to create lasting 

change in a business and to empower people to do the work they 

need to do requires the ability of team members to listen to one 

another, question one another and learn from one another." Senge 

(1990). 

 "In a dialogue the listener views are suspended and there is a free 

exploration of complex ideas. On other hand, during a discussion views 

are presented and defended and there is a search for the best view. 

Dialogue does not involve the defense of an idea but the exploration of 

views and the generation of further ideas. To ensure that a team engages in 

dialogue, team members need regard one another as colleagues and there 

must be a facilitator to guide the conversation to achieve meaningful levels 

of dialogue. The facilitator will ensure the free flow of ideas and that there 

are no limiting assumptions underlying the dialogue. In this forum the 

results created are far superior to those created by any individual. This is 

the power of a learning team." Senge (1990). 
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 "Team learning does not just happen, it requires practice. As teams 

practice they will improve. During this practice, it is important for teams 

to deal with the forces opposing team learning. Forces such as groupthink. 

This is not the same as group intelligence. In groupthink individuals have 

succumbed to group pressure and conflict has been smoothed over to 

prevent threat or embarrassment." Senge (1990). 

2 – 2 -5  Systems thinking : 

 Systems thinking is the ability to see the entire complex dynamic 

reality. In our everyday life, we tend to break down organizations, 

situations and everything else into sound bites that we can comprehend. 

The problem is that each bite is interdependent on other bites.  

 A management team is comprised of individuals from different 

disciplines. Each comes to the table seeing the organization from their 

point of view with their own assumptions. This makes it virtually 

impossible for the team to form a shared vision using normal conversation. 

Have you ever wondered why the strategies that the management team 

comes up with are watered down compromises based on assumptions and 

full of contradictions? 

 "Systems thinking is the ability to see interrelationships rather than 

linear cause-effect; the ability to think in context and appreciate the 

consequences of actions on other parts of the system." Senge (1990). 

2 – 3 Different views of Characteristic  of the Learning 

Organization 

2 – 3 – 1 Senge (1990) : 

 According to Senge (1990), a learning organization embraces five 

key elements or disciplines: shared vision, team learning, personal 

mastery, ‘mental models’ systems thinking.  Senge defines the five 

elements or disciplines: 
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(1) Personal Mastery : “learning to expand our personal capacity to create 

the results we most desire, and creating an organizational environment 

which encourages all its members to develop themselves toward the goals 

and purposes they choose”. 

(2) Mental Models : “reflecting upon, continually clarifying, and 

improving our internal pictures of the world, and seeing how they shape 

our actions and decisions” . 

 (3) Shared Vision : “building a sense of commitment in a group, by 

developing shared images of the future we seek to create, and the 

principles and guiding practices by which we hope to get there” . 

(4) Team Learning : “transforming conversational and collective thinking 

skills, so that groups of people can reliably develop intelligence and ability 

greater than the sum of the individual members’ talents”.  

(5) Systems Thinking : “a way of thinking about, and a language for 

describing and understanding, the forces and interrelationships that shape 

the behavior of systems”. 

      2 – 3 -2  American Society of Training and Development :  

 In 1995, the American Society for Training and Development 

(ASTD) began to investigate the level of knowledge and practice related to 

organizations.  ASTD contacted international experts in the field to 

determine the characteristics and behaviors that might be found in a 

learning organization”. The research resulted in the creation of a survey 

tool called the “Learning Organization Assessment Framework”. The tool 

is designed to identify “three levels or organizations of learning: 

individual, team or group, and organizational”.  It also assists the 

organization in identifying systems that facilitate learning. 

 Research using the ASTD assessment indicated the primary 

elements of a learning organization include: leadership and management, 

culture, communication systems, information, and knowledge.  Secondary 
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elements include organizational structure; change facilitation and 

implementation systems, which may include technology, support systems 

for performance and performance management. 

2 – 3- 3 Bennett and O'Brien :  

 According to Bennett and O'Brien (1994), a learning organization’s 

goal is to affect change and improvement in both the business and the 

individual employees. Organizational learning encompasses both 

generative and adaptive learning.  “Adaptive learning is learning for the 

purpose of adapting to what is known, what is now”. An example of 

adaptive learning incorporates customer feedback into process 

improvement.  “Generative learning, on other hand, is purposeful learning 

and changing in order to anticipate what might happen what the customer 

could want.  Generative learning requires the organization to continuously 

seek to improve, what may appear to be satisfactory. 

 Bennett and O’Brien studied the practice of 25 successful 

corporations in the manufacturing and service areas.  Examples included 

Xerox, Kodak, Corning, General Electric, Wal-Mart and Motorola.  These 

corporations had declared their commitment to becoming a learning 

organization and were adopting processes or practices that fostered 

organizational learning.  After compiling a list of 200 successful practices, 

the practices were categorized into 12 fundamental factors or ‘building 

blocks’, which supported organizational learning. 

 The organizational building blocks identified were : strategy/vision, 

executive practices, managerial practices, climate, organization/job 

structure, information flow, individual and team practices; work processes; 

performance goals/feedback; training/education, individual/team 

development, and rewards/recognition.  Bennett & O’Brien indicate, “as 

far as we know, no single organization excels in all 12 of these areas”. 
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Rather, an extremely strong practice will tend to over-come and 

compensate for a weakness in another area. 

2 - 3 -4 Gephart and Marsick(1996) :  

 Another view suggests a learning organization is a set of interrelated 

systems. Interactions between those systems determine the learning 

organizations effectiveness.  They identified six essential features of a 

learning organization as: 

(1) Continuous learning at the systems level : individuals share their 

learning in ways that enable an organization to learn by transferring 

knowledge across it and by integrating learning into organizational 

routines and actions. 

(2) Knowledge generation and sharing : emphasis is placed on creating 

capturing, and moving knowledge rapidly and easily so that the people that 

need it can access and use it quickly. 

(3) Critical, systemic thinking : people are always encouraged to think in 

new ways and use productive reasoning skills systemically in order to see 

link and feedback loops, and critically in order to identify assumptions. 

(4) A culture of learning : learning and creativity are rewarded, supported, 

and promoted through various performance systems from the top down. 

(5) A spirit of flexibility and experimentation : people are free to take 

risks, experiment, innovate, explore new ideas, and generate new work 

processes and products. 

(6) People centered : a learning organization provides a caring community 

that nurtures, values, and supports the well-being, development, and 

learning of every individual.  

2 – 3 – 5  Goh : 

 “Literature on organizational learning has been elusive in providing 

practical guidelines or managerial actions that practicing managers can 

implement to develop a learning organization”. (Goh 1998) identified five 
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major organizational characteristics and/or management practices that are 

essential for learning to occur within an organization. These core strategic 

building blocks were established based on practices and policies. These 

building blocks -mission and vision, leadership, experimentation, transfer 

of knowledge, and teamwork and cooperation are fully described as 

follows : 

 (1) Clarity and Support for Mission and Vision : 

 A widely shared sense of the organization’s mission and vision is 

critical in a learning organization. It provides a foundation of 

empowerment related to decision-making and innovation. “Without this, 

people will not extend themselves to take responsibility or apply their 

creative energies”. 

  (2) Shared Leadership and Involvement : 

 A nonhierarchical organization is required to foster shared participative 

leadership.  Employees need to be involved in organizational decisions on 

a regular and frequent basis.  Leadership needs to be viewed as coaches 

and facilitators, while being open to constructive criticism. 

 (3) A Culture that Encourages Experimentation :  

Experimentation requires a willingness and daring to question the 

status-quo by posing the question ‘how can we do it better?’.  Leadership 

needs to allow teams to form to improve processes or become innovative.  

A reward system needs to be in place to promote the desired behavior. An 

organization’s must create knowledge and capitalize on that knowledge. 

 (4) Ability to Transfer Knowledge Across Organizational 

Boundaries : Learning from past failures or mistakes is critical to 

organizational growth and learning.  This requires a culture of openness 

and trust.  Successful organizations not only encourage learning from one 

another internally, but also create internal mechanisms such as list serves 
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to foster this a sharing of knowledge and expertise.  They practice 

benchmarking by identifying best practices of other organizations. 

 (5) Teamwork and Cooperation :  

Employees bring their collective skills together to focus on solving 

problems, improving processes or fostering innovation.  Effective teams 

are composed of employees from a number of functional areas.  This 

promotes questioning and learning and promotes a systems-thinking 

approach to problem-solving. 

In addition to these five building blocks, Goh identified “two major 

supporting foundations” .The first is an effective organizational design, 

while the second is appropriate employee skills and competencies.  Both 

must be in alignment and supportive of the five strategic building blocks. 

2 – 3 – 6  Garvin : 

 Garvin (1993,) suggests “learning organizations are skilled at five 

main activities: systematic problem solving, experimentation with new 

approaches, learning from their own and past history, learning from the 

experiences and best practices of others, and transferring knowledge 

quickly and efficiently throughout the organization”. Garvin further 

defined these five activities as follows: 

 (1) Systematic problem solving : Relies heavily of principles and 

methods of the quality movement. Three components include the scientific 

method of Plan, Do, Check, Act or PDCA, data based decision making, 

simple statistical tools such as charts and cause-and-effect diagrams. 

“Training is presented in ‘family groups’, members of the same 

department or business-unit team, and the tools are applied to real 

problems facing the groups”. The training process provides a common 

vocabulary for team members while demonstrating and reinforcing a 

consistent approach to problem solving. 
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       (2) Experimentation : Utilizes a system approach in seeking new 

knowledge, but is “motivated by opportunities and expanding horizons, 

not by current difficulties” .  The activity requires an incentive system that 

rewards risk-taking and innovation. 

 (3) Learning from past experience : “Companies must review their 

successes and failures, assess them systematically, and record the lessons 

in a form that employees find open and accessible”. Leadership needs to 

view failures as opportunities for learning, by structuring the ‘mistake’ in a 

positive light for all employees to learn from. 

 (4) Learning from Others : “Sometimes the most powerful insights 

come from looking outside one’s immediate environment to gain a new 

perspective” . Incorporating benchmarking techniques into the 

organizational fabric “ensures that best industry practices are uncovered, 

analyzed, adopted and implemented” .  The greatest learning occurs when 

looking at work processes as opposed to work results. 

 (5) Transferring knowledge : Knowledge must be disseminated 

throughout the organization quickly and efficiently.  “Ideas carry 

maximum impact when they are shared broadly rather than held in a few 

hands” . 

2 – 4  Common Themes of Learning Organizations :  

 Although concepts and viewpoints may differ, common themes 

continue to surface throughout the various literature cited.  These concepts 

include the elements of leadership; shared mission/vision; teamwork and 

team learning; knowledge sharing, organizational culture, and systems-

thinking. 

 

 

 



 48

2 – 4 – 1 Leadership : 

 What are the indicators of effective leadership in a learning 

organization? According to Gephart and Marsick (1996) effective 

leadership models learning behavior, provides with systems that; facilitate 

learning, encourages people to contribute new ideas, ensures the sharing or 

knowledge and learning, allocates resources to demonstrate the 

organizations commitment to learning, and shares leadership.  

 Tribus (1997) states that " leadership consists of two facets: 

 (1)  Enunciation of a vision, an aim, an action, which moves people to do 

what they would not do, and to do it with passion and commitment.  

(2) Acting to guarantee integrity in logistics, in resource utilization and in 

alignment of activities." 

 According to Goh (1998), "it is the role of leadership to create the 

necessary conditions for the organization to develop an effective learning 

capability."  

Garvin (1993)  states an effective leader accomplishes this "by creating 

systems and processes that support these activities and integrate them into 

the fabric of daily operations, companies can manage their learning more 

effectively". 

 Shared leadership is also essential in a learning organization.  

Shared leadership fosters a sense of empowerment for the employees "In a 

highly competitive environment, employees are encouraged to take 

calculated risks, to deal with uncertainty, and to innovate.  Such an 

environment requires a shared leadership style in a nonhierarchical 

organization". (Gephart & Marsick, 1996).   

 In addition, leaders must be coaches, not controllers (Goh, 1998). 

"Leaders coach by soliciting ideas and encouraging people to contribute.  

Effective leadership must provide constructive feedback to employees and 

teams about ideas and innovation". 
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 This feedback will be used to assist in identifying opportunities for 

improvement.  "In the same spirit, leadership needs to be open and willing 

to accept constructive criticism while utilizing it for both personal and 

organizational growth and learning" (Goh, 1998).  

Senge (1990) identified three major roles for leaders; designer, 

steward, and teacher.  

  First, the role of designer is crucial to opportunities and movements 

within an organization. Senge explains, "no one had a more sweeping 

influence than the designer.  What good does it do for the captain to say, 

‘Turn starboard thirty degrees,’ when the designer has built the rudder that 

will turn only to port, or which takes six hours to turn to starboard? It’s 

fruitless to be the leader in an organization that is poorly designed.  

 Secondly, the role as a steward is one of nurturing and inspiring.  

Leaders in a learning organization draw their inspiration from a “deep 

story and sense of purpose” to support their vision. Leaders share stories 

and relate the stories to the organization’s vision. To summarize the role of 

the steward Senge states, “Out of this deeper story and sense of purpose or 

destiny, the leader develops a unique relationship to his or her own 

personal vision.  He or she becomes a steward of the vision” . 

 Thirdly, the leader as a teacher.  Senge maintains “leaders can 

influence people to view reality at four distinct levels: events, patterns of 

behavior, systemic structures, and a ‘purpose story’”. Senge suggests that 

most leaders focus the majority of their attention on events and patterns of 

behavior, while leaders in a learning organization focus the majority of 

their attention on systemic structures and ‘purpose’. By focusing on these 

last two components they are teaching others to do the same". 

 Dever (1997) explored the application of a learning organization 

related to educational leadership. Dever questioned whether strong 

presidential leadership in higher education could be compatible with the 
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learning organization model.  Dever compared Senge’s key metaphors of 

leadership against the four frames of leadership – structural, human 

resource, political.  

 Dever (1997) describe the structural component of leadership as 

"that of a social architect, the human resource function as a nurturer of 

personnel, and the symbolic component as one of interpreting experience .   

 Dever(1997) suggests one reason for Senge’s political advocacy 

omission is because of “frank acceptance in the political process of the 

roles played by power, contestation, and personality:”  “Political leaders 

ask questions such as whose support do I need?  How do I go about getting 

it?  Is this battle winnable?  

2 – 4 – 2 Shared vision : 

 Shared vision can be defined as “building a sense of commitment in 

a group, by developing shared images of the future we seek to create, and 

the principles and guiding practices by which we hope to get there” 

(Senge, 1990).  Senge (1990) cites historical examples of "shared visions 

that propelled organizations to great success.  These examples included 

IBM’s ‘service’; Polaroid’s ‘instant photography’ and Ford’s 

‘transportation for the masses". 

 "The development of a shared vision early on is an important step, 

because it fosters a longer-term orientation and demonstrates the 

importance of learning in relationship to the achievement of the vision" 

(Senge, 1990). Creating a shared vision requires leadership to clearly 

articulate the message continuously and consistently to achieve employee 

commitment.  

  In order to achieve the vision, "individuals within the organization 

must recognize and support the larger goals of the organizations". (Bennett 

& O'Brien, 1994).When the vision is shared and supported by employees, 

it can influence the learning capability of an organization (Goh, 1998). 
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 According to Senge(1990), "a shared vision also provides the focus 

and energy for learning and a ‘learning organization’ cannot exist without 

it. Shared visions drive their power from a common caring" . "An 

organization must devise a strategy to determine if their learning is 

assisting in achievement of their vision" (Bennett & O'Brien, 1994).  

Creating a ‘vision statement’ is not the same as creating a ‘shared vision’ 

(Senge, 1990). Senge writes, "a vision statement should be eloquent.  It 

need not be brief, but it should not be boring.  It should compel people to 

action”. A shared vision also fosters innovation, risks and experimentation 

among employees and empowers them to act upon priorities of the 

organization. Without a clear idea of the organization’s mission, 

employees will not extend themselves, take responsibilities or apply their 

creative skills (Senge, 1990).  

2 – 4 – 3 Team Work and Team Learning : 

 Team learning is a vital element of all learning organizations. 

"Team learning is the process of aligning and developing the capacity of a 

team to create the results its members truly desire.  It builds on the 

discipline of developing shared vision.  It also builds on personal mastery" 

(Tribus, 1997). 

 "A learning organization promotes the development of entire teams.  

Teams, not individuals, are the key learning unit in competitive 

organizations and are critical in providing quality service. In turn, learning 

teams should foster and nurture other learning teams" (Senge 1990). 

 Team learning is not to be confused with team building. "Effective 

team learning is organized around real teams, working on real projects, 

which are important to the organization guided by a trained facilitator" 

(Tribus, 1997). "Work is accomplished using cross-functional teams" 

(Gephart & Marsick, 1996).  Learning teams learn how to learn together 
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and it indicates effective learning occurs in groups allowed to 

“continuously reinvent their work. 

 Team learning begins with the cultivation of open communication 

and dialogue. "Team learning involves identifying patterns of interaction, 

which weaken learning within the team and requires individual learning 

and commitment among the participants" (Senge, 1990). 

 Teams working and learning together on process improvement 

teams in their area of expertise seek to identify root causes and will solve 

them permanently. "Problem solving across the organization promotes the 

sharing of best practices from within and outside the organization, thereby 

fostering organizational learning" (Gephart & Marsick, 1996). 

 Involving members of cross-functional teams in the learning 

process, including those closest to the customer, drives success for the 

organization. Bennett and O’Brien (1994) state some organizations 

intentionally place individuals with no knowledge of the problem or 

process on a team.  The individual invariably asks naïve questions, which 

challenges the thinking of the ‘seasoned’ team members, thus creating a 

team learning opportunity. Creating an environment that fosters team 

learning is a vital to any learning organization. 

  According to Senge (1990), "Effective team learning involves three 

dimensions: insightful thought related to a complex issue, innovative 

coordination and the role of team members on other teams. When teams 

are truly learning, they not only are producing extraordinary results but 

also the individual members are growing more rapidly than could have 

occurred otherwise." 
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2 – 4 – 4 Sharing of knowledge :  

 The sharing of knowledge within an organization is an integral part 

of a learning organization.  Garvin’s research indicates that ideas carry 

maximum impact when they are shared broadly rather than held in a few 

hands.  Systems-level learning occurs when an organization synthesizes 

ideas and shares their intellectual capital (Garvin 1993). 

 Developing shared knowledge requires the use of variety of 

mechanisms to spur the learning process (Garvin 1993). These 

mechanisms need to be created to facilitate the transfer of knowledge 

between work teams (Goh, 1998).  Leaders can provide systems or create 

structures in the organization which are designed to capture, facilitate, and 

promote learning thereby ensuring the dissemination and sharing of 

knowledge and learning (Gephart & Marsick, 1996). 

 (Garvin 1993) cites several examples of systems or structures that 

enhance shared knowledge within the organization.  These strategies 

include a variety of reports, site visits and tours, and personnel rotation 

programs, education and training programs. 

 "Some organizations such as The Container Store, optimize use of 

their voice mail system to share thoughts, ideas and information.  While 

tours and reports are the most common methods, they are not the most 

effective.  Active learning is much more valuable, and hence personnel 

rotation programs are one of the most powerful methods of transferring 

knowledge" (Garvin 1993) 

2 – 5  Benefits of a Learning Organization :  

 The benefits of a learning organization are numerous. Overall the 

creation of a learning organization will lead to improved results and the 

achievement of results that the organization truly wants to achieve. 

Achieving improved results is really the name of the game. Improved 



 54

results will build on improved results. This certainly motivates employees 

and captures their attention. 

2- 5 – 1  Benefits of developing learning individuals: 

 Learning individuals are able to see the gap between their current 

reality and where they would like to be. This gap is referred to as creative 

tension as it generates ideas and is the reason and motivation for learning 

and growing. Learning individuals therefore are generally more motivated 

and more committed. They have more initiative and take on more 

responsibility. They learn faster and therefore add more to the 

organization. (Goh, 1998). 

2 – 5 – 2 Benefits of removing deep seated assumption : 

 Incorrect or invalid assumptions result in the wrong conclusion and 

therefore the wrong actions being taken by the company. The assumptions 

we hold today could have at some stage been correct but a changing world 

results in changing situations. Therefore assumptions need to be 

continually evaluated so that a problem or situation can be evaluated 

correctly leading to the correct action and the achievement of desired 

results. (Goh, 1998). 

2- 5- 3  Benefits of achieving a shared vision :  

 A shared vision converts the company into “our company.” It 

generates a sense of commonality and gives coherence to diverse 

activities. It creates excitement and makes an extraordinary company. It 

encourages new ways of thinking and acting. It gives courage and fosters 

risk taking and experimentation. (Goh, 1998). 

2 – 5 – 4 Benefits of team learning: 

 Team learning occurs when the team functions as a whole and the 

intelligence of the team appears greater than the individuals. The team is 

therefore, able to produce results over and above individuals abilities. 

Team learning creates alignment and alignment generates synergy, a 
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common purpose, a shared vision which lead to improved results. A 

learning team is the basis of a learning organization as they are able to 

pass their learning on to the rest of the organization and therefore 

encourage learning throughout the organization. (Goh, 1998). 

2 -5 – 5 Benefits of system thinking: 

 Many of the problems in an organization come from dividing up 

functions, roles and responsibilities. Although this makes sense as no one 

person can be expected to know everything, it results in an inability to see 

the organization as a complex interrelated dynamic reality. We fail to see 

how making a change in one area affects other areas as we act in isolation. 

System thinking teaches us to see the entire organization as one entity 

where each part is vital to its survival. It helps make better decisions, 

leading to better results. (Goh, 1998). 

2- 6  Education department in UNRWA : 

 The Palestine refugee community has traditionally placed great 

emphasis on education as the key to a better future. Despite often difficult 

circumstances, Palestinians are one of the most highly educated groups in 

the Middle East. This achievement has been made possible in large part by 

the contribution of UNRWA in educating three generations of refugees. 

(UNRWA, website 2007). 

 UNRWA operates one of the largest school systems in the Middle 

East and has been the main provider of basic education to Palestine 

refugees for nearly five decades. The Agency provides primary and junior 

secondary schooling free of charge for all Palestine refugee children in the 

area of operations. (UNRWA, website 2007). 

 UNRWA presents its service to about 194,000 students in 193 

schools in academic year (2006 – 2007) in Gaza field. The education 



 56

department is responsible to present the education service to these student. 

Every school has it's own manager and suitable number of teachers in each 

branch of knowledge. The education development center (EDC) is the 

technical division in the education department . (UNRWA, website 2007). 

2-6 – 1 The Education Development Center (EDC). 

 The education development center (EDC) in Gaza presents its 

services to all the education department educated employees at all levels. 

The EDC has 83 supervisors as it was mentioned before and it is 

responsible to the education institute in Amman. The EDC work in the 

following aspects : 

1. Training :  

In the EDC presents training courses to all the educated staffs like 

teachers, head teachers and supervisors. Every year the EDC 

conducts many training courses for each of these target groups. The 

EDC makes a comprehensive survey in the beginning of every two 

years to identify the staff needs and plan a suitable training courses. 

And the EDC conducts also an in-service training courses for each 

promoted employees to be ready for the new post. 

2. Supervision : 

In Gaza 83 supervisors work in the EDC. They implement all the 

activities of the EDC. Each one of the supervisors supervise a set of 

schools and teachers. The supervisors visit schools daily and implement 

class visits, workshops, meetings, seminars and lectures. In the summer 

holiday they plan for the next year and make a managerial process like 

transferring teachers and head teachers, school formation and manning 

table for schools.  

3. Curriculum :  

UNRWA implements the Palestinian curriculum in Gaza. The 

Palestinian curriculum is new so it needs many improvement and 



 57

enrichment. One of the most important function of the EDC is to 

investigate that curriculum and make the needed improvements. 

The EDC produces many material and sends them to the head teacher, 

teachers and students. 

4. Following up and evaluation : 

The supervisors in the EDC follow the implementation of the education 

department plan. The education department plan ,vision and policy are 

the main sources of each member and school plans. The supervisors 

visit each school and follow up and evaluate the head teachers and the 

teachers and report to the chief of the department. 
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Chapter III  

Research Method 

Introduction: 

This chapter introduces a detailed presentation of methodology and 

procedures which have been followed in conducting the study about the 

learning organization characteristics and their impact on EDC 

effectiveness. The chapter includes Study methodology,  Data collection, 

Study Population, Sample, Study Tools, and Statistical methods 

3-1 Study methodology and data collection: 

Analytical descriptive methodology has been used to sustain 

quantitative measurement and analysis. Data has been collected through 

different means such as: 

3-1-1 . Secondary sources:  

To introduce the theoretical literature of the subject, the researcher 

used the following data sources: 

1- Books and references in English about the learning organization 

characteristics. 

2- Periodicals, published papers and articles in different countries which 

has been conducted on the same subject. 

3- The published annual reports from UNRWA. 

4- The Internet sites and the available electronic versions. 

3-1-2.  Primary sources: 

To analyze the qualitative and quantitative characteristics of the 

phenomena, it has been depended on collecting the primary data by 

questionnaire ( see appendix 1,2)  as a main tool for the study, it saves 

time and effort. The questionnaire has been designed especially for this 

study and contains three parts: 

1- The first part considers the personal characteristics of the responses. 
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2- The second part considers the three LO dimensions ( Individual level, 

team level and organization level). 

3- The third part considers the performance of the organization. 

A set of 60 statements regarding supervisors evaluation. This 

section is based on Dimension of Learning Organization Characteristics 

with some refinements regarding questions to be more suitable to 

educational development center. Some measures have been represented by 

several items to give more certainty of the consistency of the supervisors 

responses. 

 The aim of the questionnaire is  to find  the supervisors evaluation 

of educational development center performance in different dimensions. 

Every question has ten alternative answers according to Scale which 

consists of ten degrees 1 means absolute disagreement while 10 means 

absolute agreement. This scale has been transformed to quantitative 

degrees as shown in table No.3-1: 

Table No.3-1: The significance of the answers: 

The answers Relative weight 

1 ≤ 10%  

2 11- 20% 

3 21-30% 

4 31-40% 

5 41- 50% 

6 51-60% 

7 61-70% 

8 71-80% 

9 81-90% 

10 ≥90% 
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3-2 Validity and reliability of the study tool: 

3-2-1 Pilot study: 

The measurement has been applied on 30 supervisors of educational 

development center as a simple random sample in order to check the 

validity and reliability. The pilot sample has been distributed in the first 

week of July 2007 and collected within two weeks and has been exempted 

from the study sample. 

3-2-2 First : Validity of referees: 

The initial questionnaire has been given to a group of referees to 

judge its validity according to its content, the clearness of its items 

meaning, appropriateness to avoid any misunderstanding and to assure its 

linkage with the main study aims.(see appendix  (3). After a detailed 

feedback from the referees, some adaptation has been done to meet their 

suggestions. 

3-2-3 Second: The validity of the questionnaire 

The validity of the questionnaire has been checked by two means: 

3-2 – 3 – 1   The validity of Internal Consistency: 

(I) Correlation between the questionnaire dimensions and the Total of 

it. 

The correlation between the score of each dimension and the total 

score of the questionnaire has been calculated, and the correlation between 

the score of every item and the total score of its dimension has been 

calculated as well. (see tables 3-2, table 3-3). 
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Table 3-2: Correlation coefficients(R) between the questionnaire 

dimensions and the Total of it. 

Dimensions r  Sig. 

Learning at the individual level 0.857** 0.000. 

Learning at the group level 0.788** 0.000. 

Learning at the center level 0.945** 0.000. 

Effective of performance 0.685** 0.000. 

From table (3 – 2) the researcher observes that there is a high and 

significant correlation between every dimension and the whole 

questionnaire because it lies between 0.685 and 0.945, which means that 

the questionnaire enjoys a high validity coefficient. 

 (II)  Correlation between every measure in the Individual  Dimension 

and the whole dimension. 

Table (3-3) shows the correlation coefficient between every  

measure score in the Learning at the individual level and the whole score 

of the  dimension which it belongs to. All the measures enjoy a strong and 

significant correlation coefficients at good significance level, the " r " 

values located between 0.437 and 0.815, which means that Learning at the 

individual level Dimension enjoys a high validity coefficient. 
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Table (3-3): Correlation coefficients between every measure in the 

Individual  Dimension and the whole dimension. 

Measures r Sig. 

1.  0.805
**
 0.000 

2.  0.717
**
 0.000 

3.  0.636
**
 0.000 

4.  0.746
**
 0.000 

5.  0.437
*
 0.016 

6.  0.567
**
 0.001 

7.  0.666
**
 0.000 

8.  0.489
**
 0.006 

9.  0.780
**
 0.000 

10.  0.732
**
 0.000 

11.  0.729
**
 0.000 

12.  0.815
**
 0.000  

13.  0.501
**
 0.005 

14.  0.697
**
 0.000 

15.  0.514
**
 0.004 

16.  0.764
**
 0.000 

 

 (III) Correlation between every measure in the group level Dimension 

and the whole dimension. 

From table (3-4) the researcher sees that there is a high and 

significant correlation coefficients between every item score of the group 

level Dimension and the score of the whole dimension. The " r " values 

located between 0.530 and 0.950, which means that there is a high validity 

coefficient between the  group level Dimension and its items. 
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Table (3-4): Correlation coefficients between every measure in the 

group level Dimension and the whole dimension. 

Measure No. r Sig. 

17.  0.852
**
 0.000 

18.  0.817
**
 0.000 

19.  0.838
**
 0.000 

20.  0.950
**
 0.000 

21.  0.816
**
 0.000 

22.  0.756
**
 0.000 

23.  0.530
**
 0.003 

24.  0.804
**
 0.000 

 

(IV) Correlation between every measure in Organization  

level Dimension and the whole dimension : 

There is a strong and significant correlation at significance level 

0.01 between the organization level measures scores and the whole level 

Dimension, since it located between 0. 650 and 0. 870. (see table 3-5). 
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Table (3-5): Correlation coefficients between every measure in 

Organization  level Dimension and the whole dimension. 

Measure No. r Sig. 

25.  0.685
**
 0.000 

26.  0.826
**
 0.000 

27.  0.826
**
 0.000 

28.  0.824
**
 0.000 

29.  0.847
**
 0.000 

30.  0.805
**
 0.000 

31.  0.847
**
 0.000 

32.  0.719
**
 0.000 

33.  0.650
**
 0.000 

34.  0.781
**
 0.000 

35.  0.741
**
 0.000 

36.  0.720
**
 0.000 

37.  0.807
**
 0.000 

38.  0.808
**
 0.000 

39.  0.831
**
 0.000 

40.  0.825
**
 0.000 

41.  0.777
**
 0.000 

42.  0.804
**
 0.000 

43.  0.868
**
 0.000 

44.  0.843
**
 0.000 

45.  0.870
**
 0.000 

46.  0.767
**
 0.000 

47.  0.801
**
 0.000 

48.  0.792
**
 0.000 
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 (V)  Correlation between every measure in the Effective of 

performance Dimension and the whole dimension. 

The researcher finds that there is a strong and significant correlation 

between every individual measure in the Effective of performance 

dimension and the whole dimensions at the significance level 0.01, which 

means that the performance dimensions and their measures enjoy a high 

validity coefficient since they located between 0. 622 and 0. 888. (see table 

3-6). 

Table (3-6): Correlation coefficients between every measure in the 

Effective of performance Dimension and the whole dimension. 

Measure No. r Sig. 

49.  0.622
**
 0.000 

50.  0.888
**
 0.000 

51.  0.829
**
 0.000 

52.  0.824
**
 0.000 

53.  0.674
**
 0.000 

54.  0.748
**
 0.000 

55.  0.867
**
 0.000 

56.  0.859
**
 0.000 

57.  0.811
**
 0.000 

58.  0.749
**
 0.000 

59.  0.756
**
 0.000 

60.  0.666
**
 0.000 

** Correlation is significant at the .01 level ( 2 – tailed). 

* Correlation is significant at the .05level ( 2 – tailed). 

 

 

 

 

 

 



 66

3-2-4 Third: The reliability of the questionnaire. 

After applying the questionnaire and treating the data by SPSS 

program, the reliability has been calculated by two ways : 

 

1- The reliability by Alpha-Cronbach: 

The questionnaire  has been applied on a pilot sample consists of 30 

supervisors  working in EDC. Alpha- Cronbach coefficient validity for the 

sample has been calculated , it equals 0.985 which means that the 

questionnaire has a high reliability coefficient. It is approximately the 

same results for every dimension of the questionnaire (see table 3-7). 

Table 3-7: Alpha-Cronbach coefficient for the four dimensions of 

Questionnaire. 

Dimension No. of questions Alpha 

Learning at the individual level 16 0.922 

Learning at the group level 8 0.918 

Learning at the center level 24 0.975 

Effective of performance 12 0.968 

The Total of the questionnaire 60 0.985 

 

2- Reliability by Split-half method: 

The study measurement tool has been applied on a pilot sample 

including supervisors who work in EDC, then reliability has been 

calculated by split-half method. In this way the  whole tool measures are 

splited into two divisions (odd and even) and then the  measures of every 

dimension splited into two divisions (odd and even)  as well. The 

correlation between the two halves has been calculated; it equals (0.987) 

for the whole questionnaire. After using the adjusted Spearman-Brown 

equation the reliability coefficient became (0.993). It means that the 
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questionnaire has a high degree of reliability. By calculating the 

correlations for each dimension we find that almost similar results which 

means that every dimension has a high reliability degree (see table 3-8). 

Table (3-8): Reliability coefficients by using the split-half method for 

the dimensions of the questionnaire. 

Dimensions Number 

of items 

Pearson 

correlation 

coefficient 

Reliability coefficient 

according to adjusted 

Spearman-Brown 

Method 

Sig. 

Learning at the 

individual level 

16 0.869 0.930 0.000 

Learning at the 

group level 

8 0.874 0.933 0.000 

Learning at the 

center level 

24 0.959 0.979 0.000 

Effective of 

performance 

12 0.920 0.958 0.000 

The Whole 

questionnaire 

60 0.987 0.993 0.000 

 

3-3 Analyzing of the sample 

     In this section the properties  of the sample have been introduced. The 

researcher has analyzed both personal and organizational properties and 

the results was as follows: 

3-3 -1 The Place of Work: 

All the sample members work as supervisors in the EDC. They 

work in the field when the schools are open. They present a technical 

assistant to the head teachers and the teachers according to their 
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specialization. When the schools are closed they work in the headquarter 

to prepare their programs in servicing the education department policy. In 

their jobs they visit the teachers in their own classes, share in meetings, 

conduct workshops, train employees, and do related managerial functions. 

Since the researcher works as a supervisor it was not difficult to reach 

every member of the sample so the sample and the population are 

identical.   

3-3 -2  The relation between the persons' experience of the 

sample: 

 Although EDC exists since more than 30 years, many of the 

supervisors are appointed in the last seven years. In the past, to be a 

supervisor many years experience required so the supervisors in the EDC 

were older and worked there just for few years of their working life. Now 

the majority of them are in the fifth decade of their age.  The experience of 

the supervisors  of the sample is as shown in table (3-9). The  supervisors 

who has experience less than five years are 36 supervisors which equal 

43.9 % while others with experience five years or more are 46 supervisors 

which equal 56.1 % .  

Table (3 – 9): The relation between the persons' experience of the 

sample: 

Experience Frequency percent Valid percent  

Less than five 

years 

36 43.4 43.9 

Five years or more 46 55.4 56.1 

Missing  1 1.2  

Total 83 100.0 100.0 
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3-3 -3    Level of education degree of the sample persons: 

The higher studies are not basic qualification to be supervisors but 

in the last few years many of the supervisors try to have master and PhD 

degree. The preferable field of the study is education, curriculum, abstract 

material, and management. Table (3-10): illustrates the scientific 

qualification of the sample persons. From the table it is found that all the 

supervisors have at least bachelor degree because it is minimum degree to 

get a supervisor post. There is also 13 supervisors with master degree and 

7 with PhD degree and this number of qualified supervisors enrich the 

EDC function. 

Table (3-10): The education degree of the sample persons 

Education degree  Frequency percent 

Bachelor 63 75.9 

Master  13 15.7 

PhD  7 8.4 

TOTAL 83 100.0 

 

It is noticed that the ratio of bachelor degree and post graduate 

(100%) is much higher than their ratio in the Palestinian society which 

equals 5.6% only. ( Palestinian Central Bureau of Statistics, 2005). It 

means that all  of the sample persons are high qualified and can understand 

the questionnaire statements  and give significant response .  

3-3 -4  Gender : 

Most of the sample persons are Male;83.1%, (see Table 3 - 11). And this 

percentage matches the percentage of male to female in the structure of 

Palestinian labor force. 
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Table (3-11): The gender of the sample persons: 

Gender Frequency percent 

Male 69 83.1 

Female 14 16.9 

Total 83 100.0 

The low percentage of the employed women may due to the 

traditional oriental habits of the Palestinian society which prefers that the 

women work near home. Also the nature of the job which require daily 

travel make the women prefer to work at schools. Finally, the performance 

of males in the post exams and interview were better  than females .  

3 -3 – 5  Specialization : 

The specialization of the supervisors are related to the nature of the 

specialization. In table (3-12) the details of the specialization of the 

supervisors. 

Table (3 – 12) The specialization of the persons of the sample. 

Specialization Frequency percent 

Arabic  12 14.5 

Mathematics 8 9.6 

Science  9 10.8 

Religion  4 4.8 

Social studies 6 7.2 

English  9 10.8 

Lower elementary 18 21.7 

others 17 20.5 

total 83 100 

    

The lower elementary supervisors are responsible for the teachers who 

teach in the first three elementary basic years. Others refers to 
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supervisors not in the basic subject and they are ( 3 computer science, 3 

physical education, 2 arts, 2 home economics, one Librarian, one human 

rights, one special education, one technological education, one health 

education, one counseling and guidance , and one vocational  training ). 

    

3 – 4   statistical methods. 

  The following statistical methods have been used: 

1- Statistic Methods used in analyzing the validity of the 

questionnaire: 

• Pearson correlation coefficient: to find the validity of Internal 

Consistency by the correlation between every statement and its 

dimension. 

• Terminal comparison: by comparing the Mean, Standard 

Deviation and T values for the higher and the lower quarters of the 

sample. 

2- Statistics Methods used in testing the reliability of the 

tool: 

• Alpha-Cronbach coefficient. 

• Split-half method: by computing the correlation between the 

two halves and using the adjusted Spearman-Brown equation to find 

the reliability coefficient. 

3- Statistic Methods used in Data Analysis: 

• Frequencies 

• Percentages 

• Means 

• Standard Deviations 

• Relative Weight 
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4- The Statistic Methods which have been used in testing 

hypotheses: 

• One Sample – Kolmogorov – Smirnov Test to check the 

nature of the data. 

• One-Sample T-Test to check differences between the Mean of 

the responses of every dimension and the Average Mean. 

• Pearson Correlation: to test the relation between two variables 

of parametric and normally distributed data. 

• Linear Regression: to check the effect of every dimension on 

the total degree of the questionnaire. 

• One Way ANOVA: to test differences. 
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Chapter IV 

Empirical Framework 

Hypotheses Testing & Discussion 

Introduction: 

In this chapter, data analysis results will be explained, analyzed and 

discussed to evaluate the LO characteristic in EDC and their effect on its 

performance. The chapter consists of three sections :  

• Typing of data. 

• Analyzing and discussing the dimensions of the LO in EDC.  

• Testing the study hypotheses. 

 

4 – 1 :  Typing of data.  

One Sample – Kolmogorov – Smirnov Test was used to decide  if LO  

dimensions  data is parametric or not.  Table (4 – 1 ) shows that the 

computed value of sig. for all the dimensions and their total is greater than 

α = 0.05 then the data is normal distribution. And therefore, parametric 

tests can be used to study each items of the LO dimensions.  

Table (4 – 1 ) The results of One Sample – Kolmogorov – Smirnov 

Test  of  LO  dimensions. 

 

NO. 

dimension 

 

Mean Standard 

deviation  

Kolmogorov 

– Smirnov z 

Sig. 

1 Individual level 5.2957 1.14115 0.611 0.850 

2 Team / group level 5.3440 1.41090 0.733 0.657 

3 Organizational  level 5.1164 1.53501 0.753 0.622 

4 Total of LO dimensions 5.2520 1.22249 0.658 0.779 

5 Total of Performance of  the 

organization

5.3845 1.41788 0.762 0.607 
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4 - 2 :   Analyzing and discussing the dimensions of the LO in 

EDC. 

4 – 2 – 1 :  LO characteristics at the Individual level . 
 

     One Sample T-Test has been applied to check the difference between 

the Mean of the sample persons' responses about LO at Individual level 

items, and the Average Mean (Test value) which equals (5). Table (4-2) 

shows no significant difference between them in the level of LO in EDC at 

individual level. Where total mean value was 5.2957 and the sig. value 

was 0.850. The low mean and sig. value revealed that the respondents 

were failed to make an opinion about the subject, which reflects weak LO 

at individual level. However, analysis of table 4.2 shows the following :   

1- The respondents agree that the supervisors help each other to learn 

where the mean value was 5.4337 and the sig. value was 0.029.  

2-  The respondents agree that the supervisors have internal potential to 

learn and acquire new skills. Where mean value  was 5.7683 and sig. 

value was 0.000 .  

3- The respondents agree that the supervisors seek to realize total 

quality where mean value was 6.4217 and the sig. value was 0.000.  

4- The respondents agree that the supervisors help and guide each 

others automatically. Where the mean value was 5.7349 and the sig. 

value 0.000.  

5- The respondents agree that the supervisors treat each other with 

respect. Where the mean value was 7.000 and the sig. value was 0.000 .  

6- The respondents agree that the supervisors spend time building trust 

with each other. Where the mean value was 6.1566 and the sig. value 

was 0.0000 .  
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So in items (3,4,13,14,15,16) there are significant difference between their 

mean and the average mean in favor of these items since their mean is 

greater than (5) and the sig. value of each one of them is less than α = 0.05.  

Table ( 4 - 2): T – one sample test for Individual level dimension 

Parametric test. 

 

NO. 

 

Individual level 

Mean Standard 

deviation  

T -

value 

Sig. 

1. In my organization, people openly discuss 
mistakes in order to learn from them. 

5.2289 1.8956 1.100 0.274 

2.   In my organization, people identify skills 
need for future work tasks. 

5.3855 1.78634 1.966 0.053 

3. In my organization, people help each other 
learn.  

5.4337 1.78197 2.217 0.029 

4. In my organization, people have internal 
potential to learn and acquire new skills 

5.7683 1.54199 4.512 0.000 

5. In my organization, people can get money 
and other resources to support their 
learning. 

3.7349 1.91963 -6.004 0.000 

6. In my organization, people are given time to 
support learning. 

5.0482 2.09473 0.210 0.834 

7. In my organization, people view problems in 
their work as an opportunity to learn. 

5.1325 1.60617 0.752 0.454 

8. In my organization, people are rewarded for 
learning.  

3.0361 1.71397 -10.439 0 .000 

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

4.9880 1.97851 -0.055 0.956 

10. In my organization, people listen to others, 
views before speaking. 

5.3659 1.80200 1.838 0.070 

11. In my organization, people are encouraged 
to ask ' why' regardless of rank. 

4.9398 2.14902 -0.255 0.799 

12. In my organization, when ever people state 
their view, they also ask what others think. 

5.3735 1.83270 1.857 0.067 

13. In my organization, people seek to realize 
total quality.  

   6.4217 1.64629 7.868 0.000 

14. In my organization, people help and guide 
others automatically.  

5.7349 1.68989 3.962 0.000 

15. In my organization, people treat each other 
with respect. 

    7.0000 1.64539 11.074 0.000 

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

    6.1566 1.61156 6.539 0.000 

Total of Individual level    5.2957 1.14115 0.611 .8500 
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4 – 2 – 2  : LO characteristics at  Team / group level 

dimension. 

  One Sample T-Test has been applied to check the difference 

between the Mean of the sample persons' responses about the Team / 

group level dimension, and the Average Mean(Test value) which equals 

(5). Table (4- 3) shows no significant difference between them in the level 

of LO at team / group level where total mean value was 5.3440 and the sig. 

value was 0.657. The low mean and sig. value revealed that the 

respondents were failed to make an opinion about the subject, which 

reflects weak LO at Team / group level. However, analysis of table (4.3) 

shows the following : 

1- The respondents agree that the supervisors have the freedom 

to adapt their goals as needed. where mean value is 5.3827 and the 

sig. value was 0.006.  

2- The respondents agree that the supervisors  treat members as 

equals, regardless of rank , culture , or other differences. Where the 

mean value was 5.6145 and the sig. value was 0.006.  

3- The respondents agree that the supervisors focus both on the 

groups' task and on how well the group is working. Where the mean 

value was 6.0482 and the sig. value was 0.000 .  

4- The respondents agree that the supervisors revise their 

thinking as a result of group discussions or information collected. 

Where the mean value was 5.6145 and the sig. value was 0.004 .  

5- The respondents agree that the supervisors manage their work 

by themselves. Where the mean value was 5.7470 and the sig. value 

was 0.001 .  
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6-  The respondents agree that the supervisors join to people 

easily. Where the mean value was 5.8434 and the sig. value was 

0.000 .  

So in items (1,2,3,4,5,6) there are significant differences between 

their means and the average mean in favor of these items since their mean 

is greater than (5) and the sig. value of each one of them is less than α = 

0.05.  

Table ( 4 - 3): T – one sample test for Team / group level dimension 

Parametric test. 

 

NO. 

 

Team / group level 

Mean Standard 

deviation  

T - value Sig. 

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

5.3827 1.84775 1.864 0.006 

2. In my organization, teams / groups 
treat members as equals, regardless 
of rank, culture, or other differences. 

5.6145 1.91802 2.919 0.006 

3. In my organization, teams / groups 
focus both on the groups' task and on 
how well the group is working. 

6.0482 1.63725 5.833 0.000 

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

5.6145 1.87949 2.978 0.004 

5. In my organization, teams / group 
manage their work by themselves.   

5.7470 2.04130 3.334 0.001 

6. In my organization, people join to 
teams / group easily.  

5.8434 1.98459 3.872 0.000 

7. Organization, teams / groups are 
rewarded for their achievements as a 
teams / groups 

3.9036 1.75732 -5.684 0.000 

8 

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

4.5904 1.95084 -1.913 0.059 

Total of Team / group level 5.3440 1.41090 0.733 0.657 

 

4 – 2 – 3  :  LO characteristics at  the organization  level. 

     One Sample T-Test has been applied to check the difference between 

the Mean of the sample persons' responses about the organization level 
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items, and the Average Mean(Test value) which equals (5). Table (4-4) 

shows no significant difference between them in the level of LO at the 

organization level. Where the total mean value was 5.1164 and the sig. 

value was 0.622.  

The low mean and sig. value revealed that the respondents were 

failed to make an opinion about the subject, which reflects weak LO at 

organization level. However, analysis of table (4.4) shows the following : 

1- The respondents agree that the organization uses two – way 

communication on a regular basis, such as suggestion system, electronic 

bulletin boards, or town hall / open meetings. Where the mean value was 

6.1928 and the sig. value was 0.0000 .  

2- The respondents agree that the organization enables people to get needed 

information at any time quickly easily. Where the mean value was 5.8434 and 

the sig. value was 0.0000.  

3- The respondents agree that the organization maintains an up – to data base 

of employee skills. Where the mean value was 5.5060 and the sig. value was 

0.019 .  

4- The respondents agree that the organization support requests for learning 

opportunities and training. Where the mean value was 5.4699 and the sig. 

value was 0.047.  

5- The respondents agree that the organization share up to date information 

with employees about comp treads, challenges organizational direction. 

Where the mean value was 5.4699 and the sig. value was 0.038. 

6- The respondents agree that the organization ensure that the organization's 

actions are consistent with its values. Where the mean value was 5.5190 and 

the sig. value was 0.035.  

So in the items (1,2,3,19,20,24) there are significant difference between their 

means and the average mean in favor of these items since their mean is 

greater than (5) and the sig. value of each one is less than α = 0.05 .  
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Table ( 4 - 4): T – one sample test for organization level dimension 

Parametric test. 

 

 

NO. 

 

Organization level 

Mean Standard 

deviation  

T - value Sig. 

1. My organization uses two – way communication on a regular 

basis, such as suggestion system, electronic bulletin boards, or 

town hall / open meetings. 

6.1928 2.03900 5.329 0.000 

2. My organization enables people to get needed information at any 

time quickly easily. 
5.8434 2.03315 3.779 .0.000  

3. My organization maintains an up – to data base of employee skills. 5.5060 1.92147 2.399 0.019 

4. My organization creates systems to measure gaps between current 

and expected performance. 
5.3735 1.96748 1.729 0.087 

5. My organization makes its lessons learned available to all 

employees 
5.2771 1.88908 1.336 0.185 

6. My organization measures the result of the time and resources 

spent on training. 
5.1687 1.87291 0.820 0.414 

7. My organization recognizes people for taking initiative 5.0241 1.95670 0.112 0.911 

8. My organization gives people choices in their work assignments. 5.1566 2.09431 0.686 0.495 

9. My organization invites people to contribute to the organization's 

vision. 
4.3855 2.09431 -2.673 0.009 

10. My organization gives people control over the resources they need 

to accomplish their work 
4.7349 1.82853 -1.321 0.190 

11. My organization supports employees who take calculated risks 4.1205 1.84389 -4.346 .000 

12. My organization builds alignment of visions across different levels 

and work groups 
4.5000 1. 71594 -2.639 .010 

13. My organization helps employees balance work and family. 4.6627 1.93351 -1.590 0.116 

14. My organization encourages people to think from a global 

dimension. 
4.7229 1.95880 -1.289 0.201 

15. My organization encourages everyone to bring the customers " 

views into the decision making process. 
4.6506 2.04483 -1.557 0.123 

16. My organization considers the impact of decision on employee 

morale. 
5.2169 1.88737 1.047 0.298 

17. My organization works together with the outside community to 

meet mutual needs. 
5.0000 2.00609 0.000 1.000 

18. My organization encourages people to get answers from across the 

organization when solving problems    
5.2410 1.93549 1.134 0.260 

19. In my organization, Leaders generally support requests for 

learning opportunities and training. 
5.4699 2.12613 2.013 0.047 

20. In my organization, Leaders share up to date information with 

employees about comp treads, challenges organizational direction. 
5.4699 2.03228 2.106 0.038 

21. In my organization, Leaders empower others to help carry out the 

organization .s vision.   
5.1084 2.03033 0.487 0.628 

22. In my organization, leaders mentor and coach those they lead. 5.2771 2.10871 1.197 0.235 

23. In my organization, leaders continually look for opportunities to 

learn. 
5.1566  1.96607 0.726 0.470 

24. In my organization, leaders ensure that the organization's actions 

are consistent with its values. 
5.5190 2.14751 2.148 0.035 

 Total of organizational levels 5.1164 1.53501 0.753 0.622 
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4– 2 – 4  :  LO characteristics at  the total of all levels. 

As it is noticed from table (4 – 5) there was no significant difference 

among respondents in all the levels ( individual level, team level, 

organization level, Total of organizational levels) between the mean of the 

sample persons' responses, and the Average Mean(Test value) which 

equals (5). Where the total mean value was 5.2520 and the sig. value was 

0.779.The low mean and sig. value revealed that the respondents failed to 

make an opinion about the subject, which reflects weak LO at all the 

organization levels. 

Table ( 4 - 5): T – one sample test for organization level dimensions 

Parametric test. 

 

NO. 

dimension 

 

Mean Standard 

deviation  

T - value Sig. 

1 Individual level 5.2957 1.14115 0.611 0.850 

2 Team / group level 5.3440 1.41090 0.733 0.657 

3 Organizational  level 5.1164 1.53501 0.753 0.622 

4 Total of LO dimensions 5.2520 1.22249 0.658 0.779 

 

The results indicate that the EDC in the educational department does not 

have the LO characteristics in general although there are significant 

differences in some characteristics. The results agree with the following 

studies : 

1. Su-Chao Chang, Ming-Shing Lee, (2007). Which shows that, with 

the increasing number of knowledge workers in Taiwan, it is impossible 

for business administrators to satisfy employees' demands by means of 

conventional leadership. Instead, they are required to enhance their own 

skills in transformational leadership and, through setting a good example 

to employees, encouraging innovation and learning activities, developing 
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employees' potentials, giving education and training activities, etc, more 

money incentives, this is necessary to keep people with excellent talents. 

On other hand the results disagree with the following studies :  

1. Jyotsna, Bhatnagar ( 2006 ) Which implies the criticality of 

organizational learning capability (OLC) and its enhancement of 

Indian Managers. The study lends credence to measuring OLC in 

Indian organizations. Managerial responses based on nature of 

ownership and type of industry also significantly differ in their 

perception of OLC, with Information technology sector managers 

and multinational managers showing higher OLC.  

2. Yang. Watkins & Marsich ( 2004 ). which use the DLOQ that 

measures the construct of learning orientation. Confirmed that the 

concept of the LO is a multidimensional construct. Results indicated 

that a considerable proportion of the variance among self-reported 

organizational performance outcomes can be explained by the 

dimensions of the LO. 

3. Diane Sterhaus  Neefe  (2002) which indicate that the 

concepts of organizational learning are presented in higher 

education.  In general, the majority of institutions were utilizing 

practices that have characteristic of learning organizations. 

Collectively, the non-traditionally accredited institutions had a 

higher overall Organizational Learning Index and scored higher in 

the six categories of Shared Mission/Vision, Organizational Culture, 

Team Work and Team Learning, Sharing of Knowledge, Systems 

Thinking and Leadership.  Non-traditionally accredited colleges and 

universities demonstrated statistically significant scores in the three 

categories of Organizational Culture, Team Work and Team 

Learning, and Systems Thinking. 
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4. Ashok Jashapara (2002) which indicates that firms with 

cooperative cultures are more likely to achieve competitive 

advantage. Also firms reinforce the need for dialogue to improve 

communication and to strengthen a culture of openness and trust in 

organizations. 

4 – 2 – 5 : The Performance of the organization (EDC). 

     One Sample T-Test has been applied to check the difference between 

the Mean of the sample persons' responses about the Performance of the 

organization items, and the Average Mean(Test value) which equals (5). 

Table (4-6) shows no significant difference between them in the level of 

performance of organization. Where the total mean value was 5.3845 and 

the sig. value was 0.607.  

The low mean and sig. value revealed that the respondents were 

failed to make an opinion about the subject, which reflects weak 

performance at EDC. However, analysis of table (4.6) shows the following 

: 

2 - The respondents agree that the time needed to achieve the work  is 

greater than last year. Where the mean value was 5.8537and the sig. 

value was 0.000.  

3 - The respondents agree that in the organization, average 

productivity per employee is greater than last year. Where the mean 

value was 5.9024 and the sig. value was 0.000.  

4 - The respondents agree that the amount of effective share of 

member is greater than last year. Where the mean value was 5.4512 and 

the sig. value was 0.024.  

5 - The respondents agree that the number of new product and 

services  is greater than last year. Where the mean value was 5.4756 and 

the sig. value was 0.032. 
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6 - The respondents agree that the number of skilled workers 

compared to the total workforce is greater than last year. Where the mean 

value was 5.4756 and the sig. value was 0.032. 

7 - The respondents agree that the percentage of total spending 

devoted to technology and information processing is greater than last 

year. Where the mean value was 6.2073 and the sig. value was 0.000. 

8 - The respondents agree that the number of individual learning new 

skills is greater than last year. Where the mean value was 5.6585 and the 

sig. value was 0.003. 

Table ( 4 - 6): T – one sample test for performance of organization 

 

NO. 

 

Performance of the organization 

Mean Standard 

deviation 

T -

value 

Sig. 

1. In my organization, the time needed to achieve the work  is 
greater than last year.   

5.8537 1.92528 4.015 0.000 

2. In my organization, average productivity per employee is 
greater than last year. 

5.9024 1.86990 4.370 0.000 

3. In my organization, response time for employee complaint 
is better than last ye 

5.00000 1.69239 0.000 1.000 

4. In my organization, amount of effective share of member is 
greater than last year. 

5.4512 1.77884 2.297 0.024 

5. In my organization, the cost of activities is less than last 
year  

4.9487 1.64275 -0.276 0.784 

6. In my organization, customer satisfaction is greater than 
last year. 

4.7927 1.87734 -1.000 0.320 

7. In my organization, the number of suggestions implemented 
is greater than last year. 

5.0366 1.88853 .175 0.861 

8. In my organization, the number of new product and 
services  is greater than last year. 

5.4756 1.97031 2.186 0.032 

9. In my organization, the number of skilled workers 
compared to the total workforce is greater than last year. 

5.5488 1.74379 2.850 0.006 

10. In my organization, the percentage of total spending 
devoted to technology and information processing is greater 
than last year. 

6.2073 1.96725 5.557 0.000 

11. In my organization, the number of individual learning new 
skills is greater than last year. 

5.6585 1.97027 3.027 0.003 

12. In my organization, the employee  job satisfaction is greater 
than last year. 

4.7073 2.03966 -1.299 0.197 

Total of Performance of the organization 5.3845 1.41788 0.762 0.607 
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4 - 3: Testing the study hypotheses. 

4- 3 -1 : Testing  of hypothesis 1. 

 Hypothesis1 : There is a significant correlation between availability 

of LO characteristics in UNRWA education development center & EDC 

performance.   

Table (4 – 7) shows the relationship between the  LO dimensions and the 

Performance of the organization in EDC.  

Table (4 – 7) Correlation between the  LO Dimensions and the 

Performance of the organization(LO). 

Dimension Team 

/group 

 level 

organizational  

level 

Total of LO 

dimensions 

Performance of

the organization 

Individual level 0.704** 0.724
**
 0.885

**
 0.599

**
 

Sig. 0.000 0.000 0.000 0.000 

     

Team /group 

 level 

 0.692
**
 0.893

**
 0.623

**
 

Sig.  0.000 0.000 0.000 

     

organizational  

level 

  0.910
**
 0.830

**
 

Sig.   0.000 0.000 

Total of LO 

dimensions 

   0.774
**
 

Sig.    0.000 

**Correlation is significant at the 0.01 level ( 2 tailed). 
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From table (4 – 7), the following results are concluded:  

1. There is a positive correlation between the LO characteristics 

at the individual level and the LO characteristics at the team / group 

level where the correlation is 0.704 and the sig. is 0.000. 

2. There is a positive correlation between the LO characteristics 

at the individual level and the LO characteristics at the organization 

level where the correlation is 0.724 and the sig. is 0.000. 

3. There is a positive correlation between the LO characteristics 

at the individual level and the total of LO characteristics where the 

correlation is 0.885 and the sig. is 0.000. 

4. There is a positive correlation between the LO characteristics 

at the team / group level and the LO characteristics at the 

organization level where the correlation is 0.692 and the sig. is 

0.000. 

5. There is a positive correlation between the LO characteristics 

at the team / group level and the total of LO characteristics where 

the correlation is 0.893 and the sig. is 0.000. 

6. There is a positive correlation between the LO characteristics 

at the organization level and the total of LO characteristics where 

the correlation is 0.910 and the sig. is 0.000. 

The results indicate conscience among the supervisors in the EDC 

and agreement in evaluating the degree of LO characteristics. 

Also the researcher concludes the following between the LO 

characteristics and the performance of EDC : 

1. There is a positive correlation between the LO characteristics at the 

individual level and performance of EDC where the correlation is 0.599 

and the sig. is 0.000. 
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2. There is a positive correlation between the LO characteristics at the 

team / group level and the performance of EDC where the correlation is 

0.623 and the sig. is 0.000. 

3. There is a positive correlation between the LO characteristics at the 

organization level and the performance of EDC where the correlation is 

0.830 and the sig. is 0.000. 

4. There is a positive correlation between the total of LO 

characteristics and the performance of EDC where the correlation is 

0.774 and the sig. is 0.000. 

The results indicate conscience among the supervisors in the EDC 

and agreement in evaluating the degree of LO characteristics and the 

performance of EDC at all levels.  

According to the results, the first hypothesis "There is a significant 

correlation between availability of LO characteristics in UNRWA 

education development center & EDC performance" is accepted. These 
results agree with most of the previous studies as follows :   

1. Liz Lee-Kelley's (2007) that concludes that all the learning 

organization disciplines discussed in the study correlated to at least one 

of the job satisfaction dimensions, of which reward and challenge 

exerted the most significant influence upon turnover intent. 

2. Carroll M. Graham, Fredrick Muyia Nafukho's (2007) which reveals 

that employees' work experience and work shifts make a difference 

when compared to the participants' perception toward the dimension of 

culture in enhancing organizational learning readiness of the small 

business enterprise studied. 

3. Wang Xiaohui and Yang Baiyin 's (2006) results indicate that the 

learning organization culture of a firm has a strong positive impact on 

employees’ job satisfaction and perceived organizational performance. 
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4. Marah F. Abu Khadra, Ibrahim A. Rawabdeh 's (2006) conclude 

that the positive relationship between the LO constructs and 

organizational performance, are to be supported. 

5. Joe Power, Di Waddell 's (2004) result assures a positive and 

significant relationship between SMWTs and the learning organization. 

Moreover a positive and significant relationship between SMWTs and 

performance. Finally, they found that the learning organization's 

relationship to knowledge performance, financial performance and 

customer satisfaction was found to be statistically significant. 

6.  Tseng, Chao-Sheng's (2003) found that the relation between the 

characteristics of a learning organization and organizational 

commitment is meaningful for the organization, managers and 

employees. 

7. Peter Murray's (2003) suggests that there should be a greater impact 

on firm performance. The results found that firm performance was 

indeed influenced by learning routines but these were not abundantly 

evident. The study could find some justification that the impact of 

competencies will be more extensive on short-term profit with evidence 

of learning routines at both lower and higher learning levels.  

8. Ellinger , Ellinger , Yang & Howton's (2002) results suggest a 

positive association between the learning organization concept and 

firms financial performance.  

9. Emily Boyle's (2002) found that being a learning organization can 

give an organization competitive advantage but only if its leadership 

and members are committed to the same goals and share a real sense of 

the organization as a community. 

 

 

http://zippo.vtls.com/cgi-bin/ndltd/chameleon?host=localhost%2b3668%2bDEFAULT&search=SCAN&function=INITREQ&SourceScreen=CARDSCR&sessionid=2007071403295423828&skin=ndltd&conf=.%2fchameleon.conf&lng=en&itemu1=1003&scant1=The%20study%20of%20relationship%20between%20the%20perception%20of%20the%20characteristics%20of%20a%20learning%20organization%20by%20employees%20and%20their%20organizational%20commitment.&scanu1=4&u1=1003&t1=Tseng,%20Chao-Sheng&elementcount=3&pos=1&prevpos=1&beginsrch=1
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4 -3 – 2 : Testing  of hypothesis 2. 

Hypothesis 2 : There is an  insignificant difference in the level of LO 

characteristics  among the investigated members attributed to the personal 

characteristics (experience , specialization, gender, education degree) . 

 

4 – 3 -  2 -  1   Experience : 

In table (4 – 8) the T- test is used to find out if there is a significant 

difference in the level of LO characteristics  among the investigated 

members attributed to the experience. 

 

Table (4 – 8) The T- test between level of LO dimension among the 

investigated members attributed to the experience. 

Dimension Experience Number  Mean  T test for  equality of means  

                                          T             Sig. 

Average 

(Individual level) 

Less than 5 years 

 

5 years or greater

36 

 

 

46 

5.1042 

 

 

5.4290 

Equal variance is 

assumed. 

 

Equal variance is 

not assumed 

-1.280 

 

 

-1.281 

0.204 

 

 

 

Average 
Team /group

level 

 

Less than 5 years 

 

5 years or greater

36 

 

 

46 

5.1493 

 

 

5.4686 

Equal variance is 

assumed. 

 

Equal variance is 

not assumed 

-1.016 

 

 

-1.008 

0.313 

 

 

 

Average 
organizational  

level 

Less than 5 years 

 

5 years or greater

36 

 

 

46 

5.1108 

 

 

5.1051 

Equal variance is 

assumed. 

 

Equal variance is 

not assumed 

0.016 

 

 

0.017 

0.987 

 

 

 

Average 
Total of LO 

dimensions 

Less than 5 years 

 

5 years or greater

36 

 

 

46 

5.1214 

 

 

5.3342 

Equal variance is 

assumed. 

 

Equal variance is 

not assumed 

-0.778 

 

 

0.783 

0.439 
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From table (4 – 8) the number of supervisors with experience less 

than 5 years is 36 (group one)  while the number of supervisors with 

experience five years or greater is 46 (group two). And  the following 

results are concluded : 

1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the individual level in the EDC where sig. value is 

.204 greater than α = 0.05. 

2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the group / team level in the EDC where sig. value is 

.313 greater than α = 0.05. 

3. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the organization level in the EDC where sig. value is 

.987 greater than α = 0.05. 

4. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the Total of LO dimensions level in the EDC  where 

sig. value is .439 greater than α = 0.05. 

So these results prove the truth of hypothesis 2 that There is an  

insignificant difference in the level of LO characteristics  among the 

investigated members attributed to the personal characteristics 

(experience).   
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4 – 3 -  2 -  2   Gender : 

In table (4 – 9) the T- test is used to find out if there is a significant 

difference in the level of LO characteristics  among the investigated 

members attributed to the gender. 

Table (4 – 9) The T- test between level of LO dimension among the 

investigated members attributed to the gender. 

Dimension Gender Number  Mean  T test for  equality of means  

                                          T             Sig 

Average 

(Individual level) 

male 

 

female 

69 

 

14 

5.1042 

 

5.4290 

Equal variance is 

assumed. 

Equal variance is 

not assumed 

0.419 

 

0.544 

 

0.676 

 

0.591 

Average 
Team /group 

 

male 

 

female  

69 

 

14 

5.1493 

 

5.4686 

Equal variance is 

assumed. 

Equal variance is 

not assumed 

-0.270 

 

0.267 

0.788 

 

0.793 

 

Average 
organizational  

level 

male 

 

female 

69 

 

14 

5.1108 

 

5.1051 

Equal variance is 

assumed. 

Equal variance is 

not assumed 

0.802 

 

0.782 

 

0.425 

 

.444 

Average 
Total of LO 

dimensions 

male 

 

female 

69 

 

 

14 

5.2333 

 

 

5.3444 

Equal variance is 

assumed. 

 

Equal variance is 

not assumed 

-0.308 

 

 

-0.328 

0.759 

 

 

0.746 

 

From table (4 – 9) the number of male supervisors 69 (group one)  

while the number of female supervisors 14 (group two). And  the 

following results are concluded : 

1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the gender 

at the individual level in the EDC where sig. value is .676 greater 

than α = 0.05. 
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2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the gender 

at the group / team level in the EDC where sig. value is .788 greater 

than α = 0.05. 

3. There is insignificant difference between level of LO dimension 

among the investigated members attributed to the gender at the 

organization level in the EDC where sig. value is .425 greater than α = 

0.05. 

4. There is insignificant difference between level of LO dimension 

among the investigated members attributed to the gender at the Total of 

LO dimensions level in the EDC where sig. value is .746 greater than α = 

0.05. 

So these results prove the truth of hypothesis 2 that There is an  

insignificant difference in the level of LO characteristics  among the 

investigated members attributed to the personal characteristics 

(gender).   

4 – 3 -  2 -  3   Education Degree : 

In table (4 – 10) the multiple comparison  to find out if there is a 

significant difference in the level of LO characteristics  among the 

investigated members attributed to the Education Degree. 
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Table (4 – 10) The multiple comparison  between level of LO 

dimensions among the investigated members attributed to the 

Education Degree. 

 

Dimension Education 

Degree(1) 

Education 

Degree(2)  

Mean Dif.  

(1) – (2) 

Sig 

Average 

(Individual level) 

BA 

BA 

MA 

MA 

PHD 

PHD 

-.20587 

1.38960 

1.59547 

1.000 

.005 

.007 

Average 
Team /group 

 

BA 

BA 

MA 

MA 

PHD 

PHD 

-.13834 

1.83418 

1.97253 

1.000 

.003 

.006 

Average 
organizational  

level 

BA 

BA 

MA 

MA 

PHD 

PHD 

-.23301 

1.44217 

1.67519 

1.000 

.053 

.057 

Average 
Total of LO 

dimensions 

BA 

BA 

MA 

MA 

PHD 

PHD 

-.19241 

1.55532 

1.74773 

1.000 

.003 

.005 

 

From table (3 – 10), table (4 – 10), the number of supervisors who 

have bachelor is 63 (group one)  while the number of supervisors who 

have master is 13  (group two) and finally, the number of supervisors who 

have PhD is 7  (group 3) . And  the following results are concluded : 

1. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the individual level in the EDC 

where sig. value is 1.000 greater than α = 0.05. 

2. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the group level in the EDC where 

sig. value is 1.000 greater than α = 0.05. 
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3. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the organization level in the EDC 

where sig. value is 1.000 greater than α = 0.05. 

4. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the total of LO dimensions level 

in the EDC where sig. value is 1.000 greater than α = 0.05. 

5. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor where sig. value is 0.005 less than α 

= 0.05. 

6. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the group  level in the EDC in favor of the 

supervisors who have bachelor at the group level in the EDC where 

sig. value is 0.003 less than α = 0.05. 

7. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have PhD degree at the organization level in the EDC 

where sig. value is 0.053 greater than α = 0.05. 

8. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor at the total of LO dimensions level 

in the EDC where sig. value is 0.003 less than α = 0.05. 

9. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 
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have PhD degree at the individual level in the EDC in favor of the 

supervisors who have master where sig. value is 0.007 less than α = 

0.05. 

10. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at the group  level in the EDC in favor of the 

supervisors who have master at the group level in the EDC where 

sig. value is 0.006 less than α = 0.05. 

11. There is insignificant difference between level of LO 

dimension among the investigated members who have master and 

others who have PhD degree at the organization level in the EDC 

where sig. value is 0.057 greater than 

 α = 0.05 

12. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor at the total of LO dimensions level 

in the EDC where sig. value is 0.005 less than α = 0.05. 

So according to the previous results, the second hypothesis " There is 

an  insignificant difference in the level of LO characteristics  among the 

investigated members attributed to the personal characteristics 

(education degree)" is rejected.   

4 – 3 -  2 -  4   Specialization : 

In table (4 – 11) the multiple comparison  to find out if there is a 

significant difference in the level of LO characteristics  among the 

investigated members attributed to the Specialization. 
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Table (4 – 11) The multiple comparison  between level of LO 

dimensions among the investigated members attributed to the 

Specialization. 

Dimension Gender Number  F Sig. 

Average 
(Individual level) 

Between Group 
 

Within   Group 

7 
 

75 

1.259 .282 

Average 
Team /group 

Between Group 
 

Within   Group 
7 
 

75 

1.656 .133 

Average 
organizational  
level 

Between Group 
 
Within   Group 

7 
 
75 

1.626 .141 

Average 
Total of LO 
dimensions 

Between Group 
 
Within   Group 

7 
 
75 

1.614 .149 

 

From table (4 – 11) there are seven groups according to specialization as it 

was mentioned in chapter one and the following results are concluded : 

1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the individual level in the EDC where sig. value is 

0.282 greater than α = 0.05. 

2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the group / team level in the EDC where sig. value 

is 0.133 greater than α = 0.05. 

3. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the organization level in the EDC where sig. value 

is 0.141 greater than α = 0.05. 

4. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the Total of LO dimensions level in the EDC  

where sig. value is 0.149 greater than α = 0.05. 
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According to the results, the second hypothesis 2 "There is an  

insignificant difference in the level of LO characteristics among the 

investigated members attributed to the personal characteristics 

(Specialization)" is accepted.   
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Chapter V 

Conclusions and recommendations 

 

5-1 Conclusions 

     In this chapter, the research questions are going to be answered and its 

related issues are going to be discussed. Other important aspects that may 

derive from the result analysis will be elucidated. After testing the research  

hypotheses about the existence of the LO characteristics in the EDC of the 

education department in UNRWA, the following results could be stated: 

1. The level of LO characteristics is weak at the total of levels in 

the EDC in the education department . 

2. The level of LO characteristics is weak at the individual level 

in the EDC in the education department . 

3. The level of LO characteristics is weak at the group/ team 

level in the EDC in the education department . 

4. The level of LO characteristics is weak at the organization 

level in the EDC in the education department . 

After testing the research  hypothesis about the correlation between the LO 

characteristics at the EDC of the educational in UNRWA and its 

performance, the following results could be stated: 

1. There is a positive correlation between the LO characteristics 

at the individual level and performance of EDC. 

2. There is a positive correlation between the LO characteristics 

at the team / group level and the performance of EDC. 

3. There is a positive correlation between the LO characteristics 

at the organization level and the performance of EDC. 

4. There is a positive correlation between the total of LO 

characteristics and the performance of EDC. 
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After testing the research  hypothesis about the difference between level of 

LO dimension among the investigated members attributed to the 

experience at the EDC of the educational in UNRWA, the following 

results could be stated: 

1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the individual level in the EDC. 

2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the group / team level in the EDC. 

3. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the organization level in the EDC. 

4. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

experience at the Total of LO dimensions level in the EDC. 

After testing the research  hypothesis about the difference between level of 

LO dimension among the investigated members attributed to gender at the 

EDC of the educational in UNRWA, the following results could be stated: 

1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to gender at 

the individual level in the EDC. 

2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to gender at 

the group / team level in the EDC. 

3. There is insignificant difference between level of LO 

dimension among the investigated members attributed to gender at 

the organization level in the EDC. 
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4. There is insignificant difference between level of LO 

dimension among the investigated members attributed to gender at 

the Total of LO dimensions level in the EDC. 

 

After testing the research  hypothesis about the difference between level of 

LO dimension among the investigated members attributed to the education 

degree at the EDC of the educational in UNRWA, the following results 

could be stated: 

1. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the individual level in the EDC. 

2. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the group level in the EDC. 

3. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the organization level in the EDC. 

4. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have master degree at the total of LO dimensions level 

in the EDC. 

5. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor. 

6. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the group  level in the EDC in favor of the 

supervisors who have bachelor at the group level in the EDC. 
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7. There is insignificant difference between level of LO 

dimension among the investigated members who have bachelor and 

others who have PhD degree at the organization level in the EDC. 

8. There is significant difference between level of LO dimension 

among the investigated members who have bachelor and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor at the total of LO dimensions level 

in the EDC. 

9. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have master. 

10. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at the group  level in the EDC in favor of the 

supervisors who have master at the group level in the EDC. 

11. There is insignificant difference between level of LO 

dimension among the investigated members who have master and 

others who have PhD degree at the organization level in the EDC. 

12. There is significant difference between level of LO dimension 

among the investigated members who have master and others who 

have PhD degree at the individual level in the EDC in favor of the 

supervisors who have bachelor at the total of LO dimensions level 

in the EDC. 

After testing the research  hypothesis about the difference between level of 

LO dimension among the investigated members attributed to the 

specialization at the EDC of the educational in UNRWA, the following 

results could be stated: 
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1. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the individual level in the EDC. 

2. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the group / team level in the EDC. 

3. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the organization level in the EDC. 

4. There is insignificant difference between level of LO 

dimension among the investigated members attributed to the 

specialization at the Total of LO dimensions level in the EDC. 

5-2 Recommendation : 

According to the conclusion of the study the following recommendations 

are offered : 

1- The EDC is to conduct certain training programs for the 

supervisors to explain the importance of LO characteristics in 

developing their performance. 

2- The head of EDC is to increase the suitable LO characteristics 

at all the levels in the center.  

3- The EDC need to enhance its internal business process and 

professional  growth activities to meet its members expectation.  

4- The EDC should concentrate on the LO characteristics at all 

the levels in the center as a basic technique to enhance 

performance. 

5- The EDC should increase the team work between its 

members. 

6- The EDC should increase the system thinking at the center 

level. 
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7- The EDC should enhance the internal process to meet the 

expectation of long experienced. 

8- The EDC should give some credit to the supervisors who 

have master and PhD degree. 

9- Applying the LO module as basic approach and a 

fundamental part of EDC vision. 

10- Finally, Applying the LO results of this research on other 

governmental organization.     

5-3 Suggested further studies : 

Administration field in Palestine is still in need for a lot of 

researches that touch all the system inputs. LO concept researches 

are still very rare in the Arab world in general and in Palestine in 

particular, so there is a need for more researches to tackle the 

different aspect of LO.  

The researcher suggests  the following studies for farther studies : 

1 – The classifications of LO characteristics and their impacts on the 

members' performance of any organization. 

2 – The impact of the Arab culture on the LO concept. 

3 – LO concept  and the traditional concept '' a comparative study". 

4 – The efficiency of LO characteristics on developing the organization 

performance. 
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Appendix 1 

Questionnaire in Arabic 

  بسم االله الرحمن الرحيم
  عزيزي المشرف 

والتطبيقات الإدارية    بالعوامل المؤسسية  المتعلقة جمع المعلومات    إلى هذا البحث    يهدف   
  . تؤثر في القدرة على التعلم في مركز التطوير التربوي في وكالة الغوث الدولية بغزة قدالتي 

  لـى الأسـئلة بأمانـة     ن تجيـب ع   أ يرجـى ،  "خطـأ   : أو  " صح  "  إجابة   ليس هناك 
مركز التطـوير   ب خبرتك و معرفتك   تعكس  قدر الإمكان معتمداً على        بحيث و موضوعية، و  

 ستحفظ بسرية وستجمع مع الاستجابات الأخرى ولذا فـإن          كن على ثقة بأن إجاباتك    .التربوي
  .الاستجابات الفردية لن تحدد 

  شكراً على مشاركتك وسعة صدرك
   فريد أبو عاذرة- :                الباحث

  
 فـي   √تعبئة البيانات التالية بوضـع إشـارة        الاستبيان يرجى   و قبل البدء بالإجابة على بنود       

  .المربع المناسب
  الخبرة في مركز التطوير .1

   سنوات فأكثر                5 سنوات        5قل من أ -

   ________________ـ:التخصص .2

  

  الجنس .3

   أنثى                         -                         ذكر                    -    

  :المؤهل العلمي.4

   دكتوراه             -     ماجستير             -     بكالوريوس              -    

  

  

  

        NOP QRSTUP تTWدر Z[\ أن _W`a)1 _ 10 (           TOcdآ fOghi نTgRjOSkا اmOات ه`Oop NOP ة`Oop rOst
 iTWuا vi`jwا   NP Q10   W QgtTx QWرyi zjopا{P _dx ztاً دل ذy �gh� �s�tو ا  .   rO�ca أن _Odx

TwدT� �g�c\ ك`�� Q�Wو �w`tا ztذ.  
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�w`tت  اkT�ctد وا{URt10_ 1  و�� ا  
  -:dx �gd�jt_ اj�ct}ى ا�t`دي ا       - 1

1.   `R�tص ا��jSوا �d�jtف اy�i ءTن ا���{dPT�tا �wTUa.    
�زQP �داء اTc�ctت اyhaQgdRoj�ctد اdPT�t}ن اT�ctر   .2tات ا.    
3.   �gd�jtا _dx َء�Pن ز{dPT�tا yxT�a    
    .zdjca اdPT�t}ن داZp ذا\� �d�jdt وآ�� اT�ctرات اyay�tة   .4
5.   ��cd�\ �xyt QPز�tدر ا��`ى اT�ctل واTctا _dx ل{�htن ا{dPT�tا Zg�j�a.    
6.   ��cd�\ �xyt vw{tن ا{dPT�tا zdjca    
�ت a �d�jdt Q�`p`ى اdPT�t}ن   .7s�ctا �p .    
8.    �d�jtا riToP �pا{  _dx ن{dPT�tا r�ha.    
9.   Na`�¡t Q�d�P Q�Wرا Qam¢\ ن{dPT�tا ���a.    

10.   T�gdx �shtا rRw Na`�£ر اTsp� ن{dPT�tا Zcj�a.    
    .i¢¦ اNx `�Ut اQR\`t اTct (��g¥{tذا(zdjca اNgdPT�t اyotرة dx_ اT�jtؤل   .11
    .ءه� t©�a}ن Nx رأي ا£�`�aT�gp Na`ح اdPT�t}ن §را   .12
13.   rc�tدة ا{�i ن{dPT�tم ا�jda.    
14.   Tًg«Tod\ Tَ[�i ��[�i دT¬ة وإرyxT�ci ن{dPT�tدر اTRa.    
15.    Tً[�i ��[�i ZP ام`j Ti ن{dPT�tا rPT�ja.    
16.   Na`�£ا ZP Qo�tء اTUi �p Tjwن و{dPT�tا �[oa.    

  -:dx �d�jt_ اj�ct}ى ا�oa`�t ا        - 2
1.   aُ¯pاyأه yayhjt Q�`�tا °a`�tا �Uc.    
rc�a اa`�t° أT[xءT�jP rs�i ²و i¢¦ اNx `�Ut اQR\`t أو اQpTo�t أو ا�t`وق                .2

   .ا��`ى
  

3.   rc�tدة أداء ا{W أو rc�tت اTc�P _dx °a`�tآ� ا`a .    
4.   Q�c�ctت اTP{d�ctت و اT�wTUct³ ا«Tj� _dx ءTUi ²رTspأ °a`�tا ZWا`a.    
5.   `�tء اT[xأ `ayaTًg\ذا rc�tا °a.    
6.   Qx`�i ¯gp ن{cdw©ja و °a`�tا �p دy�tن ا{dPT�tا °hjda.    
7.   °a`زا\�� آ�Tا�� _dx °a`�tا ¦a{�\ �ja.    
8.   ��jg�{\ م`jhgS `a{�jtآ� ا`P ن©i °a`�tا °�a.    
3 -   rsآ `a{�jtآ� ا`P ى{j�P _dx �gd�jtا: -  

1.   dj�ctا T�xا{�©i rا�{jtا r«TSو `a{�jtآ� ا`P �¥{aQ�.    
2.                     TO��{WTjha �Ojtت اTOP{d�ctا _Odx ل{�Ohtا �Op NgdPTO�tا `a{O�jtا �Oآ`P yxT�a 

Qt{�Sو Qx`�i .  
  

3.    _dx NgdPT�tرات اT�P _dx `a{�jtآ� ا`P ´pTha  
  . أ yث j�P}ى

  

    .oa}م P`آ� اT�� rc�i `a{�jtم ��t` ا�t}ة Ngi ا�داء ا�tTht و ا�داء اP©ct}ل   .4
5.   dt Q�`p `a{�jtآ� ا`P `p{a`P �jtرب اT�jtا NP �d�j NgdPT�tا Zgc�t T�i.    
6.   �aرyjdt  Q���ctدر اT�ctوا vw{t³ ا«Tj� `a{�jtآ� ا`P �goa .    
    .P Z��a`آ� اa{�jt` أT[xءdx ²_ اTsjikر و اyiuاع    .7
8.   ��tTcxط أTcر أ�Tgj�k ¯«T[x� Q�`�tا `a{�jtآ� ا`P ���a.    
  . P {xya¯ja`آ� اT�cdt `a{�jtرآ�p Q وZ¹ رؤ   .9

  
  

  



 110

�w`tت  اkT�ctد وا{URt10_ 1  و�� ا  
10.   ��tTcxأ mg�Ujt QPز�tدر اT�ctا _dx ة`�gS ²ؤT[xأ `a{�jtآ� ا`P ���a  .    
11.   Qi{�hctة ا`ºT�ctTi ن{P{oa Namtا `a{�jtآ� ا`P �xya.    
12.                      rOc�tت اTOx{c�P و QOaدارuت اTa{j�Octل ا�O� رؤى QsRO¬ `a{O�jtا �Oآ`P �URa

Q�dj�ctا.  
  

13.   yxT�aة`Sت ا�TWT  و rc�tت اTWT  Ngi ازن{jtا °goh\ _dx `a{�jtآ� ا`P .    
14.   �ctTx ر{�UP NP `gs�jtا _dx `a{�jtآ� ا`P yxT�a.    
    .a«آP y`آ� اdx `a{�jt_ اT[hjSر رأي ا�p Nayg�j�ct ا\�Tذ اot`ارات   .15
16.   NgdPT�tق ا�     .P m�©a`آ� ا�p `a{�jt اTRjxkر ا��Tsس اot`ارات TRP _dxدئ وأ�
OOoa}م P`آ�OO اT�OOS»P ZOOP rOOc�tTi `a{OO�jtت اZOOcj�ct اQOOgRdjt �OOdhct اTOOWThtت           .17

Qآ`j�ctا .  
  

18.            �Oآ`P تTa{j�OP QOpTآ NP تTP{d�ctا _dx ¯«T[xل أ{�  `a{�jtآ� ا`P Z��a
��dآT�P rht `a{�jtا   .  

  

19.           QOO�`p _OOdx ل{�OOhtTi ¯«T[OOxت أTOORdº `a{OO�jtا �OOآ`P �OOp ن{t{¾�OOctا �xyOOa
 �aرyjdt.  

  

t{¾�OOct}ن P �OOp`آ�OO اa{OO�jt` أT[OOxء�OOp ² ا yOOث اy�j�OOctات ا�OOa QOO�T�t`ك ا   .20
 Q�w{jctات اyayhjtو ا `a{�jtآ� ا`P تT�gW{ji.  

  

    .�xya اt{¾�ct}ن P �p`آ� اa{�jt` أT[xء�UR\ �p ² رؤQa اct`آ�    .21
22.       Ngt{¾�OOctء اT[OOxا� �aرyOO\و QOORwا`ci م{OOoa `a{OO�jtا �OOآ`P �OOp _OOdxدر ا�TOOstا

��Ux.  
  

23.   {¾�ctم ا{oa`cj�P rs�i �d�\ ص`p Nx fhRtTi ل.    
     P �p`آ� اi `a{�jt©ن أja ¯cgw ZP ���U\ ¯tT�p©آy اyctراء   .24

4 - Q�S»ctأداء ا QgtT�p   :-  
1.   °iT�tم اT�tا NP `Rي أآ{i`jtا `a{�jtآ� ا`P �p rc�tز اTإ�� Qx`S       .    
    .   اy�P °iT�tل ا�dt QgWTj�u`د P �p`آ� اa{�jt` اi`jt}ي أآNP `R اT�tم   .2
� �TOت اP �Op NgdPTO�t`آ�O اa{O�jt` اOi`jt}ي                   .3P QSراyt ¿��ctا NP�tل اy�P

 °iT�tم اT�tا NP `Rأآ .  
  

yoPار اT�ctرآQ اrRw NP QtT��t أT[Oxء P`آ�O اa{O�jt` اOi`jt}ي أآNOP `OR اTO�tم                      .4
 °iT�tا .  

  

5.   °iT�tم اT�tا NP rwي أ{i`jtا `a{�jtآ� ا`P �p Qا���� Q�ds\ .    
T¹ اyP Ngcd�P NP Nayg�j�ctارس P Nx`آ� اa{�jt` اi`jt}ي أآNOP `R اTO�tم              ر   .6

 °iT�tا.  
  

7.    °iT�tم اT�tا NP `Rة أآm�Uctا QgUg�hjtت اT ا`jwkد اyx.    
8.   °iT�tم اT�tا NP `Rأآ QPyoctت اTPy�tوا Q�jUctاد ا{ctا �� .    
9.    `Rأآ �dstا NgdPT�tد اy�t QR�UtTi Ngiرyctا NgdPT�tا QR��°iT�tم اT�tا NP.    

10.   °iT�tم اT�tا NP `Rي أآ{i`jtا `a{�jtآ� ا`P �p Q�ayhtت اTgUojtا �g¥{\.    
yxد أp`اد P`آ� اa{�jt` اi`jt}ي اOcd�ja Namt}ن TO�Pرات yOayWة أآNOP `OR اTO�tم           .11

°iT�tا.  
  

12.   °iT�tم اT�tا NP `Rأآ `a{�jtآ� ا`P �p NgdPT�tى اyt ��g¥{tا T¹`tا.    
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Appendix 2 

Questionnaire in English 
Dear supervisor : 
    
  The purpose of this survey is to gather information concerning 

organizational factors and management practices that may influence the 

learning capability of EDC. There are no “right” or “wrong” answers. Please 

reflect carefully and  answer  all  questions  as   honestly  as  possible  based  

upon   your knowledge of the EDC.  

Your response will be kept confidential and will be aggregated with 

other  responses so individual respondents cannot be identified. Some 

questions in this survey might sound similar to others. Please answer ALL of 

the questions. 

 
Thank you for taking the time to fill out this questionnaire. 
Thank you for your participant and patience.  

The researcher :  Farid Abu Athra 

 

 
 

1. Experience in EDC : 
  
� Less than 5 years.       
� 5 years or grater.         
  
2. specialization :  -----------------------------. 
 
 
 
3. Gender :  
� Male                     
� Female                  
 
4. Educational degree : 
� BA. 
� MA. 
� PhD. 
 
 
 
 
Instructions: 
  
            Please respond by putting the number that most closely corresponds 
to how you feel about each statement. Number 10 means that you agree 
strongly, while number 0 means absolute disagreement. 
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(1 – 10) Item and Factor Description 
  Individual level  

1. In my organization, people openly discuss mistakes in order to 

learn from them. 

  2. In my organization, people identify skills need for future work 

tasks. 

  3. In my organization, people help each other learn.  

  4. In my organization, people have internal potential to learn and 

acquire new skills 

  5. In my organization, people can get money and other resources to 

support their learning. 

  6. In my organization, people are given time to support learning. 

  7. In my organization, people view problems in their work as an 

opportunity to learn. 

  8. In my organization, people are rewarded for learning.  

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

other. 

  10. In my organization, people listen to others, views before speaking. 

  11. In my organization, people are encouraged to ask ' why' regardless 

of rank. 

  12. In my organization, when ever people state their view, they also 

ask what others think. 

  13. In my organization, people seek to realize total quality.  

  14. In my organization, people help and guide others automatically.  

  15. In my organization, people treat each other with respect. 

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

other.  

  Team / group level 
1. In my organization, teams / groups have the freedom to adapt their 

goals as needed. 

  2. In my organization, teams / groups treat members as equals, regardless 

of rank, culture, or other differences. 

  3. In my organization, teams / groups focus both on the groups' task and 

on how well the group is working. 

  4. In my organization, teams / group revise their thinking as a result of 

group discussions or information collected. 

  5. In my organization, teams / group manage their work by themselves. 

  6. In my organization, people join to teams / group easily. 

  7. Organization, teams / groups are rewarded for their achievements as a 

teams / groups. 

  
  
  

  

8. In my organization, teams / groups are confident that the organization 

will act on their recommendations. 
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1 – 10)(  Item and Factor Description 
  Organization level :  

1. My organization uses two – way communication on a regular basis, 

such as suggestion system, electronic bulletin boards, or town hall / 

open meetings. 

  2. My organization enables people to get needed information at any time 

quickly easily. 

  3. My organization maintains an up – to data base of employee skills. 

  4. My organization creates systems to measure gaps between current and 

expected performance. 

  5. My organization makes its lessons learned available to all employees 

  6. My organization measures the result of the time and resources spent on 

training. 

  7. My organization recognizes people for taking initiative 

  8. My organization gives people choices in their work assignments. 

  9. My organization invites people to contribute to the organization's 

vision. 

  10. My organization gives people control over the resources they need to 

accomplish their work 

  11. My organization supports employees who take calculated risks 

  12. My organization builds alignment of visions across different levels and 

work groups 

  13. My organization helps employees balance work and family. 

  14. My organization encourages people to think from a global dimension. 

  15. My organization encourages everyone to bring the customers " views 

into the decision making process. 

  16. My organization considers the impact of decision on employee morale. 

  17. My organization works together with the outside community to meet 

mutual needs. 

  18. My organization encourages people to get answers from across the 

organization when solving problems    

  19. In my organization, Leaders generally support requests for learning 

opportunities and training. 

  20. In my organization, Leaders share up to date information with 

employees about comp treads, challenges organizational direction. 

  21. In my organization, Leaders empower others to help carry out the 

organization .s vision.   

  22. In my organization, leaders mentor and coach those they lead. 

  23. In my organization, leaders continually look for opportunities to learn. 

  24. In my organization, leaders ensure that the organization's actions are 

consistent with its values. 
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(1 – 10) Item and Factor Description 
  Performance of the organization :  

1. In my organization, the time needed to achieve the work  is greater 

than last year.   

  2. In my organization, average productivity per employee is greater 

than last year. 

  3. In my organization, response time for employee complaint is better 

than last ye 

  4. In my organization, amount of effective share of member is greater 

than last year. 

  5. In my organization, the cost of activities is less than last year  

  6. In my organization, customer satisfaction is greater than last year. 

  7. In my organization, the number of suggestions implemented is 

greater than last year. 

  8. In my organization, the number of new product and services  is 

greater than last year. 

  9. In my organization, the number of skilled workers compared to the 

total workforce is greater than last year. 

  10. In my organization, the percentage of total spending devoted to 

technology and information processing is greater than last year. 

  11. In my organization, the number of individual learning new skills is 

greater than last year. 

  12. In my organization, the employee  job satisfaction is greater than 

last year. 
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Appendix 3 

The names of referees who judge the validity of the 

questionnaire  

 

No : Name  Title  

1 Dr : Same Abu Al Ross Management department 

2 Dr : Yousef  Baher Management department 

3 Mr.  Mohamed Moqbel Asst. Chef of education 

department.  

4 Dr : Yahia Madi EDC 
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