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ABSTRACT
This study aims to examine the mediation role of organizational learning on the
relationship between capacity building and organizational effectiveness. The
researcher depended on the descriptive analytical approach based on the
questionnaire as a data collection tool. The study used a census method as a
sample strategy for all Organizations of People with Disabilities (OPDs)
operating in Gaza Strip. From the 103 questionnaires distributed, 93 were
returned with 90.2% response rate.
The results revealed that organizational learning has a partial mediation role
on the relationship between capacity building and organizational effectiveness,
were the study showed that the overall level of capacity building among OPDs
operating in Gaza Strip was high and the overall level of organizational learning
and organizational effectiveness was average.

The study concluded that OPDs should improve their internal management
systems by strengthening information technology, organizational structure,
personnel system, staff training, and budgeting systems. As well as reviewing
and assessing their performance and institutional capacities against specified
criteria. Also, the study recommended supporting continual improvement
culture and promote research culture among employees to improve the
organizational effectiveness.
Key Words:
Capacity Building, Organizational Effectiveness, Organizational Learning
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ملخص الدراسة
هدفت هذه الدراسة إلى التحقق من الدور الوسيط للتعلم التنظيمي في العالقة بين بناء القدرات
والفعالية التنظيمية ،ولتحقيق أهداف الدراسة اعتمد الباحث المنهج الوصفي التحليلي المبني على
االستبانة كأداة لجمع البيانات .استخدم الباحث طريقة المسح الشامل لجميع منظمات ذوي اإلعاقة
العاملة في قطاع غزة والبالغ عددها  37منظمة ،حيث تم توزيع  103استبانة ،تم استعادة 93
بنسبة استرداد بلغت .%90.2
وأظهرت النتائج أن هناك دور وسيط جزئي للتعلم التنظيمي في العالقة بين بناء القدرات
والفعالية التنظيمية ،في حين أظهرت النتائج تبني منظمات ذوي اإلعاقة العاملة في قطاع غزة
لبناء القدرات بدرجة مرتفعة .وأن مستوى الفعالية التنظيمية والتعلم التنظيمي في المنظمات محل
الدراسة جاء بدرجة متوسطة.
وخلصت الدراسة إلى عدد من التوصيات لجمعيات ذوي اإلعاقة أهمها العمل على تحسين
نظم اإلدارة الداخلية للمنظمات من خالل تعزيز تكنولوجيا المعلومات والهياكل التنظيمية ونظم
الموظفين والتدريب ونظم الموازنة ،باإلضافة لتقييم ومراجعة األداء والقدرات المؤسسية ومقارنتها
بالمعايير المحددة ،كما أوصت الدراسة بدعم ثقافة التحسين المستمر وتعزيز ثقافة البحث بين
العاملين لتحقيق الفعالية التنظيمية.
الكلمات الدالة  /المفتاحية :بناء القدرات ،التعلم التنظيمي ،الفعالية التنظيمية
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Chapter 1: General Framework
Overview
This introductory chapter provides an overview of the study by looking at its
background including the problem statement, study question, study objective as
well as the study model, hypotheses, and importance.
Introduction
The provision of services to communities is no longer limited to governmental
institutions. There is also a prominent role for Non-Governmental
Organizations (NGOs) in Palestine that constitute a cornerstone of building the
society through its impact on the quality of life. These organizations provide
different programs and activities in different fields such as health and cultural
services, implementation of developmental projects, human rights, education,
and training. The Palestinian community relies primarily on NGOs to deliver
quality and efficient programs and services; therefore, NGOs need to have the
capacity to deliver these programs and services effectively.
One of the concepts that organizations rely on is capacity building, which
focuses on strengthening organizations to improve their performance. Capacity
building has become very important in NGOs. At a time in which organizations
are experiencing an era of changes and innovation in all aspects and increasing
competition for quality, creativity and performance improvement, and because
of technological advances, there is a premium opportunity for organizations to
gain a tremendous amount of skills, expertise, and capabilities to achieve their
objectives.
Hall et al., (2003:3) highlighted the importance of capacity building as the
central pillar, assets, and resources that guide the organizations in general and
non-governmental organization in particular to achieve its objectives. NGOs are
always seeking to understand and define critical dimensions of the capacity
building, which may reflect positively on the performance of the organization
and its effectiveness.
According to Food & Agriculture Organization (FAO), more than $ 350
2

million of the core budget of the organizations has been spent each year on
technical work that supports capacity building, directly or indirectly (FAO,
2008: 2). Khalil (2009:114) stated that the process of institutional capacity
building is one of the relatively new concepts of concern that has associated
with NGOs since its existence. It aims primarily at strengthening NGOs and
increasing their capacity to meet the needs of society.
The management of organizations has been made aware of the importance
of knowledge in building and development of capacities. As a result, the
creation of knowledge has become the most important and useful work in
contemporary organizations. The management also identified the importance of
distinguishing between the inherent knowledge and external knowledge that
comes from environmental sources, and the need to blend them where they are
indispensable to each other. The knowledge progress occurs as a result of
friction and mixing these two types of knowledge, which dictate organizations
to have the ability to rearrange their situation and take advantage of their
experiences and previous experiences in the future, which means adopting the
philosophy of organizational learning (Osaimi, 2007: 9).
Organizational learning is the process of bringing the planned change in the
organization and preparing it to be adaptable to changes in the surrounding
changes. This process accomplished by carrying out a series of operations
including

empowering

individuals,

investment

experience,

previous

experiences to face the future, management and effective use of knowledge and
technology to learn and improve performance. That is done based on a shared
vision of the organization members, supportive and encouraging the work of
collective learning and continuous development of organizational culture,
enabling those organizations to own learning feature, and achieving objectives
efficiently and effectively (Abu Khudair, 2006: 12).
Jawadi (2015: 2) stated that organizational learning is an ongoing process
of improvement and development that leads to an immediate response to
enhance opportunities for external threats. Nowadays, it is necessary to
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understand the process of learning, how organizations learn and how to achieve
knowledge accumulation. The level of learning should be higher than the level
of change in the external environment. The organizational learning method
contributes to the diversification of knowledge and skills of employees,
increases their knowledge, and enables them to have more freedom and
independence and makes the right decisions.
There is a need for NGOs to adapt capacity building activities and practice
organizational

learning

efficiently

toward

achieving

organizational

effectiveness. Capacity building considered to be a determinant of a successful
organization. Organizational effectiveness defined by Packard Foundation as a
comprised of a rich blend of strong management and sound governance that
enables an organization to move steadily toward its goals, adapt to change and
to innovate. Kraipetch et al., (2013: 2) stated that as in other organizations,
measurement of effectiveness in NGOs could be carried out using the
effectiveness models with a focus on successful performances to achieve
organizational goals and objectives.
1.1 Problem Statement
The existence of active and robust NGOs is essential and necessary for the
development of communities. Historically, NGOs carried the responsibility of
being the voice of people in low-income and rural communities. Now, these
organizations play a leading role in marginalized and conflict areas; it relies on
the provision of different kind of services to resident including the social,
economic, and health services.
As a result of an evaluation study conducted by Handicap International
(2016), some NGOs showed that they are not working effectively. The
effectiveness problem observed by several clear indicators, namely, the lack of
projects sustainability implemented by these organizations, the low satisfaction
rate of beneficiaries, and the inability of these organization to get funds to
complete their activities. In addition, a comprehensive organizational capacity
assessment conducted by Mercy Corps and International Medical Corps (2016)
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on some NGOs in the Gaza Strip showed that there was a critical situation in
the following areas: leadership, strategic planning, human resources
management, financial management, and external relations. According to TCC
Group (2010: 9), these functions/components considered to be the main
elements of organization effectiveness.
Light and Hubbard (2004: 86) stated that capacity building is the most
critical investment the nonprofit sector can make. Also they found that there is
a relationship between nonprofit capacity building and organizational
effectiveness based on an empirical study of 1,140 nonprofit organization
employees and capacity building matters to achieve programmatic outcomes.
Moreover, they stated that more and more funders are recognizing this critical
link by developing capacity building grants to support their grantees.
Although the literature stated that capacity building affects and has a vital
role on organizational performance and effectiveness, (Broxton, 2012: 1) (Light
and Hubbard, 2004: 17-21) stated that its not clear how and why this
relationship exists and what are the factors that make capacity building affects
organizational effectiveness.
According to Imran et al., (2016: 244), Marsick and Watkins (2003: 132)
and Ellinger et al., (2002: 17) the impact of organizational learning on
organizational performance/success has been found to be positive. Thus, a
possible explanation of the relationship between capacity building and
organizational effectiveness may be organizational learning.
The impact of organizational learning on the organizational performance
led the researcher to consider and link capacity building and organizational
effectiveness in the existence of organizational learning as a mediator variable,
which is considered as a tool for diversity and institutional effectiveness. Thus,
this study investigates the indirect effect of organizational learning on the
relationship between capacity building and organizational effectiveness in the
Organizations of People with Disabilities (OPDs) operating in Gaza Strip. The
researcher seeks to answer the following main question:

5

What is the relationship between capacity building and organizational
effectiveness concerning organizational learning as a mediator variable in
OPDs Operating in Gaza Strip?
This main question divided into the following sub-main questions:
1. What is the level of capacity building in OPDs operating in Gaza Strip?
2. What is the level of adopting organizational learning in OPDs operating in
Gaza Strip?
3. What is the level of organizational effectiveness in OPDs operating in Gaza
Strip?
4. What is the relationship between capacity building and organizational
effectiveness in OPDs operating in Gaza Strip?
5. What is the relationship between capacity building and organizational
learning in OPDs operating in Gaza Strip?
6. What is relationship between organizational learning and organizational
effectiveness in OPDs operating in Gaza Strip?
7. What is the relationship between capacity building and organizational
effectiveness concerning organizational learning as a mediator variable in
OPDs operating in Gaza Strip?
1.2 Study Objectives
The researcher aims to examine the relationship between capacity building and
organizational effectiveness concerning organizational learning as a mediator
variable. At the end of this study, the researcher will achieve the following
objectives:
1. Measure the level of capacity building in OPDs operating in Gaza Strip.
2. Determine the extent to which OPDs adapt organizational learning.
3. Measure the level of organizational effectiveness in OPDs operating in Gaza
Strip.
4. Test the relationship between capacity building and organizational
effectiveness in OPDs operating in Gaza Strip.
5. Examine

the

relationship

between
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organizational

learning

and

organizational effectiveness in OPDs operating in Gaza Strip.
6. Examine the relationship between capacity building and organizational
effectiveness in OPDs operating in Gaza Strip concerning organizational
learning as a mediator variable.
7. Provide recommendations to decision makers in OPDs operating in Gaza
Strip in the light of the study results.
1.3 Study Model
The researcher developed this mediator model to test the relationship between
capacity building and organizational effectiveness concerning organizational
learning as a mediator variable. The mediator model is considered to be one of
the most popular models which is divided into two models which are simple
mediator model and multi mediator model. These two models consist of three
types of variables namely; independent, dependent, and mediator variables. The
core difference between the two models is that the multi-model includes more
than one independent variable in contrast with the simple model which includes
one independent variable. Figure 1.1 represent the study model.
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Independent Variable

Dependent Variable

Capacity Building





Organizational
Effectiveness

H1

Desired Outcomes
Change Strategies
Champions
Resources

H4

H3

H2

Mediator
Variable
Organizational
Learning

Figure 1:1 Study Model

Source: Developed by the researcher based on (The Capacity Building Survey,
Light & Hubbard, 2004), (Organizational Effectiveness for Community
Organizations Toolkit, 2007) and (DLOQ, Marsick & Watkin, 2003)

1.4 Study Variables
The study variables are considered to be the frame within which the
effectiveness of organizations concerning capacity building in the light of
organizational learning as a mediator variable will be measured. The following
is a brief description of the construct measurement for each variable:
1.4.1 Independent Variable
The researcher used the Capacity Building Survey developed by Light and
Hubbard (2004) to figure out the independent variable which comprises 41
items distributed on four dimensions which are desired outcomes, change
strategies, champions, and resources based on a study the authors already were
conducting on organizational effectiveness and nonprofits. The survey aims to
measure capacity building within NGOs. It is conducted on 1140 NGOs’
employees in the United States of America using 5-point Likert scale.

8

1.4.2 Organizational Effectiveness
The researcher used the Organizational Effectiveness for Community
Organizations Toolkit developed by Booker (2007) to figure out the dependent
variable. It designed to help organizations to assess their effectiveness. The
toolkit comprises 88 items distributed on 7 dimensions namely; governance,
business planning, financial management, marketing and promotion, program
delivery, human resource, and stakeholder relations. The researcher covered all
the effectiveness dimensions with focus on marketing and promotion, program
delivery and stakeholder relations which considered more related to NGOs
nature of work.
1.4.3 Organizational Learning
The researcher used the Dimensions of Learning Organization Questionnaire
(DLOQ) developed by (Marsick and Watkins, 2003) for measuring the
organizational learning. It is designed to measure learning culture in
organizations based on seven dimensions (continuous learning, dialogue and
inquiry, team learning and collaboration, embedded system, empowerment,
system connections and strategic leadership).
There are currently two versions of the DLOQ, the first full version with 43
measurement items, which seem to be useful as a diagnostic tool for
practitioners who want a comprehensive assessment and information of the
learning culture to make decisions on where to intervene. The second version is
an abbreviated form that contains 21 of the original 43 items based on a 5-point
Likert scale. For this study, the shorter version of the DLOQ with 21 items
considered the most appropriate because of its superior psychometric properties
and its ease of completion.
1.5 Study Hypotheses
Based on the study model, the researcher formulated the following hypotheses
to be tested:
First hypothesis
There is a significant relationship at α ≤ 0.05 between capacity building and
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organizational effectiveness in OPDs operating in Gaza Strip.
This main hypothesis divided into the following sub-hypotheses:
1. There is a significant relationship at α ≤ 0.05 between desired outcomes
and organizational effectiveness.
2. There is a significant relationship at α ≤ 0.05 between change strategies
and organizational effectiveness.
3. There is a significant relationship at α ≤ 0.05 between champions and
organizational effectiveness.
4. There is a significant relationship at α ≤ 0.05 between resources and
organizational effectiveness.
Second hypothesis
There is a significant relationship at α ≤ 0.05 between capacity building and
organizational learning in OPDs operating in Gaza Strip.
Third hypothesis
There is a significant relationship at α ≤ 0.05 between organizational learning
and organizational effectiveness in OPDs operating in Gaza Strip.
Fourth hypothesis
There is a significant relationship at α ≤ 0.05 between the relationship of
capacity building and organizational effectiveness concerning organizational
learning as a mediator variable in OPDs operating in Gaza Strip.
Fifth hypothesis
There are statically significant differences in the answers of the respondents
concerning capacity building in OPDs operating in Gaza Strip according to the
demographic factors (Governorate, Age, Gender, Educational Qualification,
Job Title, and Years of Experience).
Sixth hypothesis
There are statically significant differences in the answers of the respondents
concerning organizational effectiveness in OPDs operating in Gaza Strip
according to the demographic factors (Governorate, Age, Gender, Educational
Qualification, Job Title, and Years of Experience).
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Seventh hypothesis
There are statically significant differences in the answers of the respondents
concerning organizational learning in OPDs operating in Gaza Strip according
to the demographic factors (Governorate, Age, Gender, Educational
Qualification, Job Title, and Years of Experience).
1.6 Study Importance
The current study derives its importance from addressing an important aspect
which affects the core of non-governmental organizations in general and OPDs
in particular. The importance of studying the relationship between capacity
building and organizational effectiveness concerning organizational learning as
a mediator variable arises from the following point:
Scientific Importance
1. This study enriches the knowledge in the field of organizational
effectiveness, capacity building and organizational learning.
2. This study presents practical literature for a scientific problem regarding
the study variables which was not examined previously in Gaza Strip.
3. This study highlights the role of capacity building in the development of
OPDs to achieve a better performance in the existence of organizational
learning.
Practical Importance
1. This study provides significant indicators to the management of OPDs in
the field of organizational effectiveness, capacity building, and
organizational learning.
2. The results and recommendations of this study will help the decision
makers in formulating policies and plans, which reflect the effectiveness
of their performance.
3. Deal with the NGOs in general and OPDs sector in particular became an
essential subject to research because of the roles that these organizations
are playing in the socio, health and economic development.
4. The study guides the OPDs to the effective intervention policies toward
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the capacity building to achieve organizational effectiveness.
5. Highlight the importance of capacity building and organizational
learning in OPDs and NGOs development.
Importance to the Researcher
1. Enhance the researchers’ knowledge in the field of the study.
2. Contribute to the fulfillment of the Master Degree in Business
Administration in Al-Azhar University – Gaza.
1.7 Study Keywords
The study concentrates on the following keywords:
 Capacity Building: Light & Hubbard (2004: 10) stated that “capacity
building is most commonly used to describe activities that strengthening
an organization so that it can more effectively fulfill its mission”.
Operational Definition: In this study, capacity building is defined as a
process aims at developing, empowering, and enhancing organizations
and employees’ capabilities to improve organizational performance and
effectiveness toward meeting stakeholders’ needs and desires.
 Organizational learning: Most researchers agree that organizational
learning is “a change in the organization’s knowledge that occurs as a
function of experience” (Argote and Miron-Spektor, 2011: 4). Hoe and
McShane, (2010: 364) identified organizational learning as “an
organization’s enhanced ability to acquire, to disseminate and to use
knowledge to adapt changing external environment”.
Operational Definition: In this study, organizational learning is defined
as an organization’s continuous effort to create, acquire and integrate
knowledge into daily organizational activities to maintain organizational
competitiveness and performance
 Organizational

effectiveness:

The

concept

of

organizational

effectiveness sometimes called organizational success, or organizational
worth which is ordinarily used to refer to goal attainment. (Martz, 2008:
30) clarified that “Organizational effectiveness defined as the extent to
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which the organization provides sustainable value through the purposeful
transformation of inputs and exchange of outputs while minimizing harm
from its actions”.
Operational Definition: In this study, organizational effectiveness is
defined as an organization's ability to achieve its objectives toward a
sustainable value.
1.7 Study Structure
This study consists of six chapters, chapter one contains a general framework
for the study, the problem statement, the study questions, and objectives. The
second chapter handles the literature review which contains four sections
namely; capacity building, organizational effectiveness, organizational learning
and background about NGOs and OPDs. Chapter three reviews previous
studies, its aims, its results, and its recommendations. Chapter four presents the
study methodology. The fifth chapter presents the study results, its discussion
in the light of previous studies, and the results of the hypotheses testing. Finally,
the sixth chapter presents conclusion and recommendations drawn from the
findings, and for further researches.
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2.1.1 Capacity Building’s Definitions
2.1.2 Importance of Capacity Building
2.1.3 Capacity Building Levels
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2.2.4 Measuring Nonprofit Effectiveness

Section Three: Organizational Learning
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2.3.1 Organizational Learning Definitions
2.3.2 Organizational Learning Perspectives
2.3.3 Organizational Learning Levels
2.3.4 Organizational Learning and Learning Organizations
2.3.5 Organizational learning and knowledge management
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Chapter 2: Literature Review
Overview
This chapter provides a review of the literature on the theoretical foundation
underpinning

capacity

building,

organizational

effectiveness,

and

organizational learning. This chapter will also discuss origins, concepts, and
ideas highlighting the relationship between the variables in this study. It starts
by presenting capacity building, organizational effectiveness and finally
organizational learning then a brief background of both NGOs and NGOs for
people with disabilities in Gaza Strip.

Section one: Capacity Building
Introduction
Capacity building is considered to be the primary asset for the organizations
around the world in general and non-governmental ones in particular. In
Palestine, NGOs have a leading role due to its importance as the primary sector
which provides services to the community. In the last decade, there was a
noticeable weakness in the private and governmental institutions due to the
Palestinian division and Israeli siege. These reasons negatively affected the
effectiveness of these organizations preventing them from providing the
required services. Consequently, the role of NGOs became imperative to cover
the shortage of private and governmental institutions.
As a result of the significant role of these organizations in providing different
kinds of services including the cultural, health, economic and social, it is
imperative for these organizations to acquire the capacities which enable them
to accomplish their objectives. Different researchers stated that the quantity of
nonprofit management and governance assistant services had increased
dramatically over the last decade (Wright, 2011: 33). Additionally, the funders
or donors’ requirements for qualified and capable organizations increase the
pressure over these organizations to increase the level of concentration on
enhancing capacity buildings.
The field of capacity building, which emerged in the early 1960s and
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overgrew in the 1990s, is now in the early stages of maturation and still has not
reached its full potential. In particular, According to Photakoun (2010: 22)
between the 1960s and 1970s, capacity building was being at the early stage
where country institutions lacked the sufficient capabilities and experiences.
Therefore, the aim of capacity building at that time centered on just providing
training courses to aid public servants. Due to the rapid growth of the role of
donors during 1980s, these funding organizations change their views to capacity
building from focusing on individuals to groups and organizations to deliver
services.
During the 1990s, development organization adapted capacity building as an
approach to development. They concentrated on providing knowledge, skills,
and abilities to personnel to increase their level of effectiveness. Nowadays,
capacity building is recognized as a must for grass-roots organizations globally,
to achieve sustainable development (Sessions, 1993: 15).
McKinsey and Company (2016:13) suggested that there is precious little
information about what works and what does not in building organizational
capacity in nonprofits. This lack is mainly due to the sector’s historic inattention
to capacity building, which has not been adequately supported by funders and
has been of secondary importance to nonprofit managers trying to deliver
programs and services to people who need them. Table 2.1 gives a historical
overview of approaches to capacity building:
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Table 2:1 Historical Overview of Approaches to Capacity Building

Period

Dominant
Approach

Application

The 1950s
and 1960s

Establishing
institutions

Individuals,
organizations.

The 1960s
– 70s

The shift from
establishing to
strengthening
institutions

Individuals,
organizations, an
institution with
border
perspective.

The 1970s
Development
– 80s
management and
administration

The 1980s
– 90s

The 1990s
to now

Private sector

Capacity
Building
embedded with
institutions

Public sector
administration,
Industrial nations
and management
experts,
organization
development.
Private sector
development.
From project
assistance to
program support.
Individual, groups,
and organizations.

Methods Used
Training and
technical
assistance only
Tools were
expected to
help improve
performance.
From courses
to the
workshop,
from teaching
to sharing
experience,
from
instructing to
facilitating
Providing
advice,
training,
workshops and
management
courses

Training and
workshops

Training and
workshops

Source: Adapted from Lusthaus et al., (1999), Lafontaine (2000), and Adams et al.
(2007)
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2.1.1 Capacity Building’s Definitions
According to Hussein, (2006: 373) capacity and capability differ in meaning.
Capability is defined as the knowledge, skills, and attitudes of individuals. In
contrast, capacity is defined as the general ability of individuals or organizations
to carry out the responsibilities required to achieve their goals (Baser and
Morgan, 2008: 25). After reviewing the literature, capacity building defined as
follows:
 Capacity building is “ a process that ultimately strengthens an
organization so that it will be able to continue providing effective
programs and services so they can better achieve their mission and make
an impact in its respective community” (De Vita and Fleming, 2001: 1).
 According to Light & Hubbard (2004: 13) nonprofit capacity building
refers most often to “activities that are designed to improve the
performance of an organization by strengthening its leadership,
management, or administration”.
 Backer and Oshima (2005: 1) defined capacity building as “an umbrella
term used to describe all the activities which a nonprofit organization
engages in to fulfill its mission, become more sustainable and increase
effectiveness”.
 UNESCO-IICBA, (2006: 4) reports that capacity building focuses on
“increasing an individual and organization’s abilities to perform core
functions, solve problems, and objectively deal with developmental
needs”.
The above definitions show that all the researchers agreed on the aim of
capacity building. They conceded that capacity building is the practices or
activities undertaken to strengthen and empower organizations and employees’
ability as a way to increase organizational effectiveness by fulfilling missions
and objectives to achieve sustainability. Form the researcher point of view;
capacity building is an approach aims at developing, empowering, and
enhancing organizations and employees’ capabilities to improve organizational
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performance toward meeting stakeholders’ needs and desires.
2.1.2 Importance of Capacity Building
Many studies revealed that NGOs are created to fulfill the gap left by
governmental institutions. For example, a nonprofit may begin operations to
meet the needs of an underserved population or to satisfy a perceived need in
the community. Due to the lack of fund and inadequate resources to develop and
sustain capacity, nonprofit is no longer provides services. Also, the new
challenges faced by different organizations especially within the appearance of
different crises such as economic crises, security crises, it is imperative for
organizations to improve their capacities to meet these challenges (Ashdown,
2011: 33).
According to Amherst H. Wilder Foundation (2000) there is a need to have
an effective capacity building initiatives. Indeed, capacity building must rest on
the notion that change is the norm and not a passing anomaly. Horton, et al.,
(2003: 65) stated that there is a desires by donors to shift the relationship
between them and NGOs from donor-led to the more collaborative partnership,
where benefits are mutually shared. Instead of donors imposing their vision of
development on developing countries, the focus became that of strengthening
the capacity of local partner NGOs to drive their development. This means that
the donors could be categorized as more strategic oriented where they aim at
expanding their visions to the long term.
In case of the Gaza Strip, and according to the Ministry of Interior-Gaza, the
number of registered NGOs is 935 organizations (Ministry of Interior, 2017).
The majority of assessments reports reported by International NGOs such as
Catholic Relief Service, Mercy Corps, and International Medical Corps (2016)
stated that the performance’s weakness of NGOs in Gaza Strip is attributed to
the shortage of capacities regarding fundraising issues, external relations,
strategic planning, etc.
These criteria are the main factors which enable organizations being more
sustainable and effective. The literature concluded that the capacity building is
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the primary intervention tool which contributes to enhancing the effectiveness
of organizations in different fields.
2.1.3 Capacity Building Levels
Capacity building has three levels: an individual level which is linked to human
resource development, an organizational level which is linked to the
organizational development and systematic level which linked with both
individual and organizational capacities. The following is a brief clarification
of each level:
2.1.3.1 Individual level
Capacity building at an individual level is highly related to human resource
development where it considered to be one of the leading functions of human
resource management. In this respect, human resource management carries out
the responsibility of improving capabilities regarding knowledge, skills,
attitudes, and abilities (Rosensweig, 2012: 3).
Linnell (2003: 13) and Enemark (2003: 5) agreed that capacity building at
the individual level includes such personal skills particularly those of advocacy
skills, leadership development, technical skill and organizing skills and other
areas of personal and professional development.
2.1.3.2 Organizational level
At this level, capacity building relates directly to institutional strengths. In other
words, capacity building deals with the necessary, essential disciplines for an
overall organization which is needed to improve its vision such as governance,
organization

management,

human

resource

management,

financial

management, project/program management and external relation.
Linnell, (2003: 13) stated that capacity building can improve governance,
leadership, mission and strategy, administration, program development and
implementation, fundraising and income generation, diversity, partnerships and
collaboration, evaluation, advocacy and policy change, marketing, positioning,
and planning.
In this sense, capacity building at the organizational level concentrates on

20

improving and empowering the individual capabilities to enhance and empower
the organization. In other words, the investment in human resources in
organizations is considered to be a cornerstone of any organization wants to
improve its strategic position.
2.1.3.3 System level
System level is much broader than individual and organizational level. No
organization can perform its objectives and goals without having a
comprehensive

framework

which

controls

the

relationship

between

organization and employees. The system level is considered to be the frame
within which the organization achieves its duties and responsibilities
effectively. In this respect, the system level includes supportive environment,
policies and legislative framework. According to UNESCO-IICBA (2006: 5)
there are many system components such as administrative, legal, technological,
political, economic, social and cultural, which affect the effectiveness and
sustainability of capacity building efforts.
Frank and Smith (1999: 30) stated that without supportive policy and
legislative framework, no agency will have the capacity to perform effectively.
Biswas (1996: 399) added that often the creation of appropriate policy and legal
environments is not enough. It is the implementation of them that counts.
This means that under the supportive environment, policies, and
legislative framework, the effectiveness of work cannot be absorbed without
having supportive human resources inside the organization who understand the
system well and capable of implementing it.
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Figure 2:1 Capacity Building Levels

Source: Adapted from (Li et al., 2017)
As figure 2.1 illustrates, capacity building is not limited to either individual,
organization, or system level. It is an integrated approach which depends on
empowering individuals and organization within a supportive environment and
policies. Capacity building should take into consideration the whole three levels
to ensure its effectiveness.
2.1.4 Capacity Building Methods
Each level of capacity building has its unique methods according to its
appropriateness for the level to achieve its vision. According to Enemark (2003:
4), UNESCO-IICBA (2006: 5) and SIDA (2002: 11-19) the individual level
uses formal and informal education, training, workshops, conferences,
meetings, field day/study tours, learning by doing and on-the-job training.
However, the organizational level focus on other tools which empower the
organization toward achieving its goals. Capacity building at this level mostly
takes place in the form of support for equipment, research consumables, and the
development and training of human resources.
Additionally, Brinkerhoff and Morgan (2010: 3) pointed out that capacity
building at the system level focuses on both the rules and procedures for
regulating human interaction and organizational entities which are responsible
for undertaking particular responsibilities. According to Enemark, (2003: 5),
Table 2.2 provides a brief description of the levels of capacity building and the
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tools/methods used at each level:
Table 2:2 The Levels & the Tools/Methods of Capacity Building

Level

Method and Resources

Outcomes
Changed
awareness and

Formal workshops,
Individual/Group

educational training,
personal skills and
qualified staff.

perception,
increased
motivation,
increased
solidarity,
cohesion, and
beliefs.

Mission and strategy,
function, competencies,
processes, structure,
Organization/entity

infrastructure, and
resources (human,
financial and
information).
Policies legal/ regulatory
framework, management

System/societal

accountability,
perspective, and
resources.

Ability to
collaborate,
ability to manage
change,
innovation, and
learning.
Ability to
collaborate,
ability to manage
change,
innovation, and
learning.

Source: Adapted from Enemark (2003: 5)
2.1.5 Organizational Capacity Criteria
According to Light and Hubbard (2004: 15-20) there are four key elements play
a significant role in determining the scope, design and ultimate success of
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capacity building: 1) the desired outcome or defining goal; 2) the change
strategy selected to help realize that goal; 3) the champions guiding the efforts,
be they internal or external, full time employees or consultants; and 4) the
resources time, energy, and money invested in the process. Other factors, such
as the external environment or stakeholders, can also influence the capacity
building process. Nonetheless, the desired outcome, strategy, champions, and
resources are the most universal and readily identifiable components of any
capacity building engagement. The following is a brief clarification of each
criterion:
1. Desired Outcomes
Light and Hubbard, (2004: 18) stated that capacity building seek to
strengthen the ability of an organization or agency to achieve the desired
outcome. Such outcomes may be relatively small (a new accounting
system) or large (improved race relations), discrete (staff training) or
more encompassing (a more highly developed advocacy movement),
short lived (a staff retreat) or more durable (substantial program growth).
One way to categorize capacity building engagements according to
desired outcomes is to identify which areas of organizational life they
seek to affect: external relationships, internal structure, leadership, and
internal management systems.
2. Change Strategies
According to Light and Hubbard (2004: 18) organizational change
strategies fall into two broad categories: They directed toward either
clarifying what an organization does or improving how it functions.
“What” strategies focus on defining the organization’s mission and
purpose, determining the best means of accomplishing its mission, and
seeking alignment and commitment from stakeholders. “How” strategies
tend to be more technical naturely and focus on discrete aspects of an
organization’s performance. For example, “how” strategies may involve
technology upgrades, new financial management systems, better market
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data, or more staff training.
3. Champions
All capacity building activities require the identification and
involvement of influential champions who are engaged in guiding the
efforts to implement the change strategies (Light & Hubbard, 2004:19).
These champions can be either internal staff or members of the board
who help drive the change forward. These individuals need to have the
capacity initiative at the top of their agenda, be planning the overall
approach, driving the implementation timetable, and promoting it to
everyone affected.
One of the biggest reasons why capacity building change efforts often
fail is that it lacks a champion with the skills, time, and resources to make
the initiative a success. Change efforts need senior people who have the
time and resources available to them to “own” the capacity building
initiative and ensure the change is driven within the organization (TCC
Group, 2010:5-11).
4. Resources
According to Claussen (2011:17) and Light & Hubbard (2004:20)
capacity building for organizational effectiveness involves a number of
resources, including money, time and the energy to see it through. These
resources affect capacity building process at all. the scope and design of
any capcity building acttivities are often influenced more by available
resources than by need. Time and energy to devote to the capacity
building are also crucial resources. All capacity building involves
change: identifying what needs to be changed, determining how to
change it, and incorporating those changes into the daily routine.

Section Two: Organizational Effectiveness
Introduction
Organizational effectiveness is considered to be an essential subject for
organizations due to the high development and competition for survival and
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continuity. The subject of effectiveness is complex due to the complexity of the
organizations themselves.
This complexity led to many differences regarding the effectiveness
definition, concept, indicators and measurement. Burnes (1998: 100) stated that
there is no universal agreement on a specific definition of effectiveness.
Virtually all dimensions of effectiveness are not as important in measuring the
effectiveness of an organization.
Tosun, (2009: 26) stated that the main reason behind the argument on
organizational effectiveness is the conception of effectiveness as a onedimensional limited concept. If sometimes is said to be effective, it means it
gives the desired result, or that is constructed to give the desired result. There is
no simple, clear-cut thing we can point out as organizational effectiveness.
Effectiveness is a concept which is related to the whole of an organization;
it consists of many parts some of which become meaningless when they brought
together. Consequently, it is necessary to approach it as a construct and to
handle it by a specific theory or it will be impossible to know whether or not an
organization is effective or which variables can use as criteria in its evaluation.
2.2.1 Organizational Effectiveness Definition
According to the literature review, the concept of organizational effectiveness
has much different meaning regarding to the study field. The following
definitions have been stated by the researchers:
 Qarioti (2000: 104) “The organization's ability to achieve long-term and
short-term objectives that reflect the balance of power of the influential
bodies and the interests of the stakeholders involved in the evaluation”.
 Roy and Dugal (2005: 252) “The pure satisfaction of all constituents in
the process of gathering and transforming inputs into output in an
efficient manner”.
 Martz (2008: 30) “the extent to which the organization provides
sustainable value through the purposeful transformation of inputs and
exchange of outputs while minimizing harm from its actions”.
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 Daft (2008: 60) “The degree to which an organization realizes its goals”.
 Grace et al., (2009: 96) “The extent to which an organization has met its
stated goals and objectives and how well it performed in the process”.
The Above definitions show that researchers agreed on the definition of
organizational effectiveness and linked it directly and indirectly with achieving
organizational goals. In summary, organizations which can adapt to change,
compete with rivalries, optimize the resources, bring quality products at the
right time to the right market, make the right decision in critical times, attract
potential personnel, the organization which has the capability to achieve desired
goals and objectives of the stakeholders can be defined as an effective
organization.
2.2.2. Efficiency VS Effectiveness
As previously defined, Organizational effectiveness is the degree to which an
organization achieves the planned goals. Effectiveness is a broad concept. It
implicitly takes into consideration a range of variables at both the organizational
and departmental levels. Effectiveness evaluates the extent to which multiple
goals whether official or operative are attained (Daft, 2008: 60).
Efficiency is a more limited concept that pertains to the internal workings of
the organization. Organizational efficiency is the number of resources used to
produce a unit of output. It is measured as the ratio of inputs to outputs. If one
organization can achieve a given production level with fewer resources than
another organization, it is described as more efficient (Potocan, 2006: 254).
It is clear that the term effectiveness is more comprehensive than efficiency
due to its relation to the organization goals which represents the reasons for
organization existence. Efficiency might lead to effectiveness, but sometimes
efficiency and effectiveness are not related. An organization may be highly
efficient but fail to achieve its goals.
2.2.3 Nonprofit Effectiveness Approaches
There is no consensus about a comprehensive approach for measuring
organizational effectiveness. Organizations are large, diverse, fragmented,
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perform many activities simultaneously, pursue multiple goals, and generate
many outcomes, some intended and some unintended. The following is a brief
description of the most critical approach for measuring nonprofit effectiveness:
Goal attainment approach organization will be effective when it
accomplishes its stated goals, and it is applicable only where the organization
has a clear set of time-bounded and measurable goals and objectives (Eydi,
2015: 461-462) (Liket and Mass, 2013: 4) (Kronkosky, 2007: 1)
The system resource approach Yuchtman and Seashore (1967) viewed
organization as an open system where the organization procures inputs involved
in the conversion process (transformation process) and generates output. The
vital aspect of SRA is the survival of the organization, which depends on
attracting the resources and maintaining a harmonious relationship with
constituencies/stakeholders (Eydi, 2015: 461-462) (Kronkosky, 2007: 1).
The strategic constituency approach of organizational effectiveness
proposes that an effective organization is one that satisfies the demands of those
constituents (stakeholders) in its environment from whom it requires support for
its continued existence (Eydi, 2015: 462-463) (Kronkosky, 2007: 1).
Organizational effectiveness is a complex phenomenon. An organization is
said to be effective when a group of employee’s contribution is larger than the
sum of individual contribution. Effectiveness achieved when there is
cohesiveness among the employees who are competent enough to achieve
desired goals and objectives of the organization. It mostly depends on the
strategies the organizations adopt for development of competencies in
employees.
2.2.4 Measuring Nonprofit Effectiveness
Modest amounts of research have examined the characteristics of effective
nonprofit organizations. Balser and McClusky (2005: 295) suggested that a
consistent and thematic approach in dealing with the variety of stakeholders
resulted in higher ratings by multiple raters of the effectiveness of several
organizations.
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Sowa, et al., (2004: 711-728) suggested a Multidimensional and Integrated
Model of Non-profit Organizational Effectiveness (MIMNOE). It takes into
account management effectiveness and programme effectiveness and also
analyses factors that affect the program outcomes. The approach looks into the
capacity and outcome variables both at management and programme level.
Management and program effectiveness are identified as the primary
dimensions of effectiveness. They further divided into two sub-dimensions, (a)
capacity (processes and structures) and (b) outcomes. They suggested that both
objective and perceptual measures are needed to capture the dimensions of
effectiveness adequately and that a model of organizational effectiveness should
allow for organizational and programmatic variations within a systemic
structure.
Hull and Lio (2006: 53-65) provided insight into the definition and
evaluation of effectiveness in nonprofit organizations using a three-point model
(Vision – Strategy – Finance).
 Vision: defined by a character & a mission statement which is represented
by the scope of impact (the ultimate goal of the organization) and
performance expectation (what criteria measure success?).
 Strategy: defined by the decisions chosen after assessing multiple options
which is represented by the ownership and responsibility (to whom is the
organization responsible?) and markets (who makes the organization
impact?).
 Finance: defined by using acquiring money which is represented by
revenue (how does money drive the organization?) and incentive (what
motivates the employee?).
In this study the researcher adopted the organizational effectiveness for
community organizations toolkit which developed by Booker (2007) and used
7 dimensions, the following is a brief description of each one:
 Governance: Boards of Directors are an essential element in the not for
profit world. The Board represents the community and provides guidance
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so the organization stays true to its mission and mandate. The Board is the
body accountable to the community for the organization’s use of funds and
the fulfilment of its mandate.
 Business planning: helps organizations identify what they are going to do
and how they are going to do it. It helps provide direction, chart courses,
and signify when we achieve results.
 Financial management: All organizations needs to be financially healthy
in order to have a long term future. Finances need to be monitored actively
not reviewed just once a year and not just with backward looking
information. Forward looking financial information is critical. Good
financial management will assist the organization in operating within its
means. A financially healthy organization can expand its offering and
maybe take a bit of a risk in trying new ideas.
 Marketing and Promotion: Marketing is getting the word out so that
people who will use or need your services know about it.
 Program delivery: Program Delivery will be different for each
organization depending on what you are offering to the community – it
could be community health services, amateur theatre, and historical
preservation. We emphasize the need to consider various factors in
deciding whether to start a new program or to terminate an existing
program. Factors to consider include alignment with mission, customer
satisfaction, stakeholder satisfaction, awareness building, and financial
contribution.
 Human Resource: An organization is a reflection of its people. In our
community organizations we need to ensure that we have practices that
look after our staff and our volunteers. Volunteers are a priceless resource
and need to be appreciated and engaged. The staff need to be respected
and included in the decisions and processes of the organization.
 Stakeholder relations: It is important to know who the organization’s
stakeholders are, and ensure that we are communicating with them and
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listening to them. Stakeholders will include customers/patients/clients,
funders, donors, employees, and volunteers. The stakeholders need to
know that the organization is meeting its mandate. Also where donations
are provided to the organization, extra care needs to be taken to make sure
that the donated money is used for the purpose they were raised.

Section Three: Organizational Learning
Introduction
The origins of attention to organizational learning began with the recognition of
experience curves. Researchers observed that outputs increased relative to
inputs as workers gained experience over time. Similarly, organizational
members became more knowledgeable about the industry in which their firm
competed and about their company business model (Hoy, 2008: 156).
Organizational learning plays a crucial role to enhance the organizational
performance. Learning processes and practices are considered a keystone to
mitigate the uncertainties and to adopt the external changes in effective manners
to gain and sustain the competitive edge. These practices can be organized,
analyzed, managed and improved with efficiency and effectively to polish the
management learning skills. Continues and effective learning leads to create an
innovative culture which moves the organizational performance curve in
upward trend (Imran et al., 2014: 200).
The concept of organizational learning and learning organization has been
widely accepted, but no standard model and theory have emerged due to the
deviation in different approaches and perceptions.
Some researchers and authors developed learning theories for learning and some
organizational theorists referred back to Taylors’ preface to repetitive tasks to
increase productivity. Abdullah, et al., (2013: 34) explained that organizational
learning and knowledge management both have a direct and positive influence
on organizational performance but learning has a more positive effect on nonfinancial performance, e.g., employee’s motivation and satisfaction.
According to Hernaus et al., (2008: 40) the emerging development in all
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work areas and especially in strategic management has proposed importance of
organizational learning to improve organizational performance and to gain
competitive advantage. Nafei, et al., (2012: 2) noted that organizational learning
is behaved as a catalyst and plays a focal role which leads to improving the
organizational performance & productivity progressively.
In general, organizational learning is an essential process for any
organization regarding its direction. For NGO’s, organizational learning is one
of the leading factors that should be considered to improve effectiveness and
enhance performance. It is one of the most crucial elements to fulfill stakeholder
expectation and perception due to the ongoing changes and multiple cultures.
To sum up, organizational learning focuses on the acquired knowledge, skills,
experiences and innovative mentalities as a way to improve its direction and
performance.
2.3.1 Organizational Learning Definitions
There is no universal agreement on what is organizational learning (Spector and
Davidsen 2006: 65; Argote 2011: 440). According to Aramburu et al., (2006:
435) organizational learning is defined from different viewpoints. After
reviewing the literature, organizational learning can be defined as follows:


According to Senge, (1990: 13) organizational learning is defined as
“the process in which organizational members have a shared vision and
work together to achieve common goals to produce results that are
important to them”.

 Nevls et al., (1995: 75) stated that organizational learning is “the capacity
(or processes) within an organization to maintain or improve
performance based on experience”.
 Lahteenmaki et al., (2001: 121) stated that organizational learning is “the
adaptation to the changes in operational culture, development of new
ways of doing things, norms and paradigms”.
 Vera and Crossan (2004: 224) defined organizational learning as “the
process of collective learning activities through shared thought and
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action both individual and shared embedded in and affected by the
institutions of the organization”.
 An and Reigeluth 2005: 34) defined organizational learning as “learning
beyond individual or group-level learning”.
 According to Chen, (2005: 480) organizational learning is “the process
through which an organization continuously acquires new knowledge
and adjusts to adapt to external and internal environmental changes
successfully and to maintain sustainable existence and development”.
 According to Panayides (2007: 136), organizational learning is “the
commitment to learning, intra-organizational knowledge sharing, shared
vision, and open-mindedness”.
 Hoe and McShane (2010: 364) defined organizational learning as “an
organization’s enhanced ability to acquire, disseminate and to use
knowledge to adapt to a changing external environment”.
Based on these definitions, organizational learning has two main
dimensions, namely, cognitive and behavioral dimensions. The cognitive
dimension mainly relates to how an organization acquires new knowledge while
the behavioral dimension relates to how the organization adjusts to change
(Lahteenmaki, et al. 2001: 114; Chen 2005: 496).
According to Easterby-Smith et al., (2000: 785) the debate about
organizational learning has declined and there appears to be a broad acceptance
of various levels of analysis. Most researchers agree with defining
organizational learning as a change in the organization’s knowledge that occurs
as a function of experience.
For this study, organizational learning will be defined as an organization’s
continuous effort to create, acquire and integrate knowledge into daily
organizational activities to maintain organizational competitiveness and
performance.
2.3.2 Organizational Learning Perspectives
According to the literature, many studies conducted to understand
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Organizational

Learning

perspectives

from

several

theoretical

basis/frameworks. The differences that exist are mainly related to the
terminology that is still not quite aligned and to epistemological/ ontological
differences (Andjelkovic and Boolaky, 2015: 125).
According to Sampe (2012: 25) organizational learning perspectives are
derived from answering three themes namely: (1) How defensive routines
prevent learning? (2) How changes in an organization’s routines affect future
behavior? (3) How characteristics of performance have changed as a function
of experience. The previous three themes resulted in six academic perspectives
- psychology, management science, strategy, production management,
sociology, and cultural anthropology - which greatly helped to understand
organizational learning.
The psychological perspective focuses on two main aspects. First, individual
development within an organizational context. Second, individual’s experience
contributions to organizational learning. This perspective has the main problem
regarding transforming the learning content from individuals to groups and
organizations (Garcia-Morales et al., 2006: 482). The management science
perspective concerns the gathering and processing of information in, and about,
the organization – how potential knowledge and information are acquired,
distributed, interpreted and stored (Deng and Tsacle, 2003: 924).
According to Senge (2006: 190) organizational learning is linked to the
concept of Systems Thinking. Senge’s system thinking is an ability to discover
structural causes of behavior, and it is necessary for sustaining generative
learning which is a foundation for people’s creativity and essence of
organizational learning. Furthermore, together with other four disciplines for
building the learning organization – personal mastery, mental models, shared
vision and team learning, systems thinking enables organizations to recognize
long-term patterns of change. Accordingly, Senge advocates a shift of
leadership from the traditional concept as well, suggesting that leaders must
become teachers, designers, and stewards.
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The strategic perspective seeks to identify whether organizational learning
gives an advantage for the organization over others. The crucial factor in the
organizational learning context is survival, and most organizations can do little
to change themselves in the face of environmental changes (Halawi et al., 2006:
385). The relationship between learning and strategy seen as being reciprocal:
strategic frameworks influence the perception and interpretation of information
from the environment, and the learning style and capacity of the organization
may, in turn, determine the strategic options that can be perceived (Thomas et
al., 2001 : 343).
The production management perspective concentrates on assessing the role
of learning in improving the productivity. Early research conducted into the
"learning curve": the idea that the production costs of any product reduce in
proportion to the cumulative number of units that produced and that
organizational design influences the transfer of learning from individuals to
organizations (Argote and Miron-Spektor, 2011: 1124).
The sociology perspective takes the focus of learning away from the
individual mind and places it in the organizational context as a setting for
organizational learning. This means that the organizational actions directed to
develop organizational learning cannot be solely focused on changing
individuals’ ways of thinking but should focus on the organizational context, its
patterns of participation and interaction. Social learning theory also moves the
focus away from knowledge as the learning input to that of developing and
socializing organizational members to turn them into skilled practitioners.
Knowledge or knowing as often the preferred verb within social learning theory
then becomes a way of enacting artifacts, routines, experiences, rules, etc.
competently in the organization instead of something that resides inside the
human mind ready to be used whenever needed (Lyles and Easterby-Smith,
2011: 36).
The cultural perspective has a significant cause and effect on organizational
learning. Organization members have different cultures, values, and thoughts
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which help to distinguish the members of one human group from another
(Hofstede, 2001: 53). Culture is seen to be determined by managers and leaders
to influence the organizational learning processes in an organization as well as
being a frame of thinking for all organizational members (Nonaka and Toyama,
2003: 3).
2.3.3 Organizational Learning Levels
The literature review revealed that learning happens on three levels: individual,
group and organization. Few believe that individual is the only entity capable
of learning. Others believe that learning occurs on two levels. Individual and
group and argue that the two additional entities within the organization: groups
and the organization itself, influence learning and make it difficult, if not
impossible, for individuals to have purely new thoughts and act on them without
the influence of prior organizational learning (Dogson, 1993: 377).
Nicolini and Meznar (1995: 728) argue that considering learning only on the
individual level is to narrow a focus. They believe that group and organization
level learning is the most important to understand.
2.3.4 Organizational Learning (OL) and Learning Organization (LO)
According to literature, some researchers have agreed that there is a difference
between organizational learning and a learning organization (Ortenblad, 2001:
131) (Sun, 2003: 155). However, other researchers believe that the two concepts
can be used interchangeably (Al-Telbani & Salem, 2012) (Sharifirad, 2011:
661) (Moilanen, 2005: 84). Table 2.3 outlined a comparison between the two
concepts from several researcher points of view:
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Table 2:3 Organizational Learning and Learning Organization

On difference between
Authors
Watkins
and
Marsick
(1993)
Argyris
and
Schon
(1996)

Sun
(2003)

Nyhan et
al. (2004)
Gorelick
(2005)

Another Point of
View

Organizational
Learning

Learning
Organization

Actual process

Ideal

OL can be an
ideal as well

Terminology for
practitioners

Different
terminology, but
share common
themes

Terminology for
academics

The process of
collective
learning
The process to
achieve the goal
of becoming an
LO
Dynamic
interchange of
some factors

LO: Concept and
subject of
research LO:
image or
representation of
LO.
Goal to be
achieved, which
should include
OL
OL is part of
LO.

Explores
linguistic
differences

Represent two
sides of the same
coin
OL and LO can
and should coexist.

Source: Adapted from (Givel, 2014: 30)
There is no universal agreement about the concept of organizational learning
and learning organization. Some researchers do recommend to use those two
concepts interchangeably and justified that both of them have the same
dimensions. However other researchers differentiated between the two
concepts. They claimed that organizational learning is an activity and a learning
organization is a type or structure of an organization. In this study the two terms
will be used interchangeably since it has the same dimensions and both aim to
the same goal.
2.3.5 Organizational Learning and Knowledge Management
According to the literature, there is a universal agreement about the close
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relationship between knowledge management and organizational learning. Both
aim to improve business performance by acquiring, storing and sharing
knowledge in an organizational setting (Ajmal et al., 2009: 340) (Swart and
Kinnie, 2010: 77).
According to Bontis et al., (2002: 440) while knowledge management is
mainly concerned with knowledge flows and with the administration of
knowledge stocks in an organization, organizational learning is concerned with
knowledge acquisition, dissemination, usage, and storage. The main difference
between the two terms is organizational learning is a process that encompasses
knowledge management and intellectual capital, and incorporates them into a
learning process. In this context, the knowledge management processes are used
to administer knowledge stocks and flows.
Firestone and McElroy (2004: 183) asserted that the relationship between
organizational learning and knowledge management is close enough to be
termed intimate. The terminology may vary somewhat, but the concerns of both
fields are mostly the same. Organizational learning is the evolution of
organizational knowledge.
2.3.6 The Dimensions of Learning Organization Questionnaire (DLOQ)
The DLOQ is designed to measure learning culture in organizations and intends
to capture the employee’s perception regarding the seven dimensions in order
to help the organization get a clearer picture on where they are versus where
they need to be (Marsick & Watkins, 2003). The seven dimensions are of the
positive nature and cultural aspects of a supportive learning organization, which
encourages dynamic organizational learning processes. The following is a brief
definition for each one:
 Continuous Learning: Learning is designed into work so that people
can learn on the job; opportunities are provided for ongoing education
and growth.


Dialogue and Inquiry: People gain productive reasoning skills to
express their views and the capacity to listen and inquire into the views
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of others; the culture is changed to support questioning, feedback, and
experimentation.
 Team Learning and Collaboration: Work is designed to use groups to
access different modes of thinking; groups are expected to learn together
and work together; collaboration is valued by the culture and rewarded.
 Embedded systems: Both high- and low-technology systems to share
learning are created and integrated with work; access is provided;
systems are maintained.
 Empowerment: People are involved in setting, owning, and
implementing a joint vision; responsibility is distributed close to decision
making so that people are motivated to learn toward what they are held
accountable to do.
 Systems Connections: People are helped to see the effect of their work
on the entire enterprise; people scan the environment and use information
to adjust work practices; the organization is linked to its communities
 Strategic Leadership: Leaders model, champion, and support learning:
leadership uses learning strategically for business results.

Section Four: Research Context (NGOs)
Introduction
There has been growing interest in the contribution of NGOs in societies. In
Palestine it constitutes a cornerstone of building the society through its impact
on the quality of life. These organizations provide different programs and
activities in different fields such as health and cultural services, the
implementation of developmental projects, human rights, education, and
training. The Palestinian community relies primarily on NGOs to deliver quality
and efficient programs and services. Therefore, these organizations have to
achieve its goals effectively.
2.4.1 NGOs Definition
According to the literature review, the concept of NGOs has many definitions.
A variety of studies approved the following definitions:
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 The World Bank defined the NGOs as "Private organizations that pursue
activities to relieve suffering, promote the interests of the poor, provide
basic social services or undertake community development" (World
Bank, 2006:7).
 The United Nations defined the NGOs as "Nonprofit entities, their
members are citizens or groups of citizens who belong to one state or
more, their activities determined by the group willingness of entity" (UN,
2006).
 The Palestine Economic Policy Research Institute (MAS) defines the
NGOs as: "Organizations that have an officially recognized legal
existence; independent organizations, non-profit organizations and
contain a level of voluntary participation; and it must not be an
inheritable, representative, or factional" (MAS, 2007: vii).
 NGO Development Center (2015: 16) defines NGO as “An independent,
legal entity established by agreement between a number of at least seven
persons to achieve legitimate objectives of public interest without aiming
to financial profit and personal benefit.”
At this study the NGOs are defined as "Those organizations that are
independent of the Palestinian authority, working at the development sector to
achieve positive socio-economic changes and are not aiming to gain personal
profits or interests."
2.4.2 NGOs Characteristics
An organization may be correctly labeled as NGO if it has the following four
characteristics: (Peace Corps, 2003: 17)
 Voluntary: NGOs are formed voluntarily by citizens with an element of
voluntary participation in the organization, whether in the form of small
numbers of board members or large numbers of members or time given
by volunteers.
 Independent: NGOs are independent within the laws of society, and
controlled by those who have formed them or by elected or appointed

40

boards. The legal status of NGOs based on freedom of association one of
the most fundamental human rights. The International Covenant on Civil
and Political Rights, developed by the United Nations in 1966 and since
ratified by 135 countries, grant the right to assemble.
 Not-for-profit: NGOs are not for private personal profit or gain. NGOs
may, in many countries, engage in revenue-generating activities, but
must use the revenue solely in pursuit of the organization’s mission. Like
other enterprises, NGOs have employees who paid for what they do.
Boards are not usually paid for the work they perform but may
reimbursed for expenses they incur in the course of performing their
board duties.
 Not self-serving in aims and related values: NGOs aim to improve the
circumstances and prospects of people and to act on concerns and issues
detrimental to the well-being, circumstances, or prospects of people or
society as a whole.
2.4.3 Palestinian Associations of People with Disabilities
NGOs provide a range of services to people with disabilities, including
rehabilitation. These organizations deliver a variety of services and programs to
people with disabilities, particularly children, the elderly, the injured patients,
children with growth disorders, and other need of rehabilitation services.
According to Ministry of Interior - Gaza (2017), there are 37 NGOs serving
people with disabilities in Gaza Strip. A list of these organizations is provided
in Appendix (E)
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Chapter 3: Previous Studies
Overview
Many studies have examined the capacity building, organizational effectiveness
and organizational learning from a variety of perspectives. In this chapter, part
of these studies has been reviewed and classified into Local, Arabic and Foreign
studies with a focus on the study objectives, related results and
recommendations.

3.1 Section One: Capacity Building Previous Studies
3.1.1 Local Studies
(Halollo, 2016). “A proposal for the development of the institutional
capacity building in civil society organizations in Gaza Strip.”
This study aimed to examine the current state of the institutional capacity
building for the civil society organizations in Gaza Strip and to introduce a
proposal for the development of these organizations. The researcher used the
descriptive and analytical approach and the structural evolutionary development
method to develop the proposed concept. The questionnaire was the primary
tool used in this study in addition to a focus group. A total of 360 questionnaires
have been distributed to the respondents.
The study showed that the overall degree of respondents’ perceptions of the
institutional capacity building was high and there is a statistically significant
differences between the averages of the views of the respondents regarding
institutional capacity building due to functional rank. The study concluded that
civil society organizations should conduct a comprehensive analysis of their
internal and external situations to develop extensive and flexible strategic plans.
(Al-Ramlawi, 2012). “Impact of International Funding Organizations on
Building the Financial Management Capacity of NGOs Working in Gaza”,
Gaza”
This study aimed to investigate the impact of international funding on building
the financial management capacity of NGOs working in Gaza. The study used
the descriptive method to analyze the questionnaires of the study population. A
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total of 150 questionnaires have been distributed to the respondents.
The study showed that the overall degree of respondents’ perceptions of
capacity building was high. The study concluded that there is a need to allocate
more fund for building the financial capacity of NGOs working in Gaza and pay
more attention to educate and train NGOs' staff, to better manage grants and
achieve adequate transparency and integrity.
(Shabat and Al-Loh, 2005). “The Role of NGOs in the Development of
Human Resource in Health Institution, Gaza”
This study aimed to investigate the role of NGOs in human recourse
developmental at Al Awda hospital in the North of Gaza Strip. The researcher
used the descriptive analytical approach using a questionnaire as the primary
tool for data collection. The study sample consists of all the employees in the
administration and the head of departments with a total of 15 employees.
The study showed that the overall degree of respondents’ perceptions of
human resource capacity building in Al Awda Hospital was medium and there
is a positive relationship between capacity building activities of Al Awda
hospital, NGOs and human resource capabilities. The study concluded that
health institutions and NGOs should invest in real programs aimed at
developing the capacities of human resources.
3.1.2 Arabic Studies
(Hijazi, 2015). “Institutional Capacity Building Mechanism to Activate the
Role of Charities of Marriage and Family Care in Providing Family
Services, Kuwait”
This study aimed to answer some questions relating to the social worker's role
in building capacity of marriage and family care associations in offered services.
Also, to identify the requirements for building capacities that can improve the
performance of social workers in their efforts in marriage and social care
counseling. The researcher used the descriptive analytical approach using a
questionnaire as a primary data collection tool. The study sample consists of 50
intentional units.
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The study showed that the overall degree of respondents’ perceptions about
capacity building in marriage and family care associations was high. The study
concluded that Support Marriage and Family Care Associations should build
their capacities to achieve their objectives.
(Shamrokh, 2014). “Requirements for human, financial and organizational
capacity building for organizations of the care of the physically disabled,
Egypt.”
This study aimed to identify the main requirements for human, financial and
organizational capacity building for physically disabled non-governmental
organizations in Egypt. The researcher used the descriptive analytical method
using questionnaire technique. The study sample was 17 associations
represented by 90 participants.
The study showed that the overall degree of respondents’ perceptions about
building capacities of organizations for a people with disability was medium
and organizations for people with a disability suffer a lot regarding
organizational training and fundraising capacities. The study concluded that
organizations for people with disability should build their fundraising capacities
through technical assistant and training program (Champions).
(Albalawi, 2011). “Capacity Building of Saudi NGOs "An Empirical Study
on NGOs in Jeddah, KSA”
This study aimed to identify the requirements of capacity building in Saudi
NGOs. The researcher used the exploratory descriptive approach. The study
population represented by all non-governmental organizations operating in
Jeddah. The study conducted on 100 participants including two heads of
organizations, 13 management members, and 85 staff members. The
questionnaire was the instrument of the collected data.
The study showed that the overall degree of respondents’ perceptions about
capacity building was low. The study concluded that NGOs should develop
projects

and

programs

management

capacities

regarding

planning,

implementation, monitoring, and evaluation and build the capacity of the system
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itself by focusing on decision-making, policy-making processes, mobilizing
financial resources, building leadership capable of initiative and decisionmaking, and developing organizational culture.
(Ghez, 2009) “Capacity Building and Assistance to NGOs Working in the
Field of Mental Health Care to Achieve its Objectives: a Study Applied on
the Associations of Care Mentally Disabled, Cairo.”
This study aimed to determine the extent to which non-governmental
organizations are working in the field of mental health care benefit from
capacity building processes in achieving organizational effectiveness. The
researcher followed the descriptive analytical method using questionnaire tool
for data collection. The study population and sample consisted of 120
respondents.
The study showed that the overall degree of respondents’ perceptions about
the capacity building was high. The study concluded that organizations should
improve its capacities continuously.
(Khalil, 2009). “Institutional Capacity Building Requirements for NonGovernmental Organizations”
This study aimed to determine the requirements for building the institutional
capacities of NGOs. The study used the descriptive analytical approach using
the questionnaire tool for data collection. The study population represented by
the members of the elected boards of directors with a total of 235 participants.
The study showed that the overall degree of respondents’ perceptions about
the capacity building is low. The study concluded that organizations have to
increase the interest in capacity building and should communicate with
international and local actors that provide capacity building programs to
improve the performance and effectiveness of organizations.
3.1.3 Foreign Studies
(Gray, 2016). “Building Capacity in Nonprofit Human Service Agencies
through Organizational Assessment during the Accreditation Process,
USA”
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This study aimed to understand the relationship between organizational
assessment and building capacity in nonprofit organizations. The researcher
used the descriptive analytical approach based on questionnaire as a data
collection tool. The study population represented by 265 organizations.
The study showed that the overall degree of respondents’ perceptions about
building capacity was high and there is a significant relationship between
capacity building and organizational assessment. The study concluded that nonprofit organizations should conduct institutional assessment continuously.
(Wright, 2011). “Nonprofit Capacity: A Comparative Case Study of
Capacity Building in Community-Based Organizations, USA”
This study aimed to understand the relationship between capacity building
activities and the level of capacity in civil society organizations. The researcher
used the descriptive analytical approach. The data was collected in three stages:
the first one was an evaluation form by experts; the second was the
questionnaire, and the last stage interviewed in addition to disk review related
to study population. The population represented by ten civil society
organizations.
The study showed that the overall degree of respondents’ perceptions about
nonprofit capacity is medium and there is a relationship between capacitybuilding and effectiveness. The study concluded that organizations should share
capacity-building resources and work cooperatively to enhance the
organization's performance and evaluate, review the organizational capacity
periodically
(Manandhar, 2005). “Institutional Capacity Assessment of CommunityBased Organizations in a Mountain Watershed: A Case Study of JhikhuKhola Watershed in Kavrepalanchok District, Nepal”
This study aimed to evaluate the capacity of civil society organizations to
determine capacity building requirements. The researcher used descriptive
approach using a questionnaire as a primary data collection. The study
population was five local organizations. The study sample consisted of 45
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participants.
The study showed that the overall degree of respondents’ perceptions about
institutional capacity is low and organizations have a planning capabilities,
while there is a weakness in the field of administrative and financial
management. The study concluded that organizations should periodically
conduct an organizational capacity assessment to identify and diagnose
problems, design and implement development plans to increase organizational
efficiency and effectiveness.

3.2 Section Two: Organizational Effectiveness
3.2.1 Local Studies
(Owda, 2013). “Human Resource Information System and its impact on
Administrative Work Effectiveness in NGOs, Gaza Strip”
This study aimed at identifying the human resources information system and its
impact on the effectiveness of the administration work in non- governmental
organization in Gaza Strip. The researcher used the descriptive analytical
approach, where he applied a stratified random sample consists of the largest
one hundred association in terms of staff, the total sample size was 100
participants.
The study showed that the overall degree of respondents’ perceptions about
administrative work effectiveness was high and there are statistically significant
differences between the averages of the views of the respondents on
administrative work effectiveness due to job title. The study concluded that
organizations should use human resources systems to increase the
organizational effectiveness.
(Musallam, 2011). “Examining the Perceived Internal and External
Effectiveness of NGOs in the Palestinian Territories: The Role of
Complexity, Resilience, and Job Adaptability, Ramallah”.
This study aimed to investigate the potential impact of complexity, resilience,
and job adaptability on NGOs effectiveness operating in conflict and war setting
in Palestinian Territories. The researcher used the descriptive analytical

48

approach. A questionnaire was the primary data collection tool. The study
sample was 133 participants.
The study showed that the overall degree of respondents’ perceptions about
effectiveness was average and the control variables /demographic factors have
no moderating role on NGOs Effectiveness. The study concluded that
organizations should enhance the leadership and governance capacities and
effectively adjust plans, goals, actions, and priorities to deal with the changing
situations.
(MAS, 2007). “An Evaluation of the Effectiveness of Palestinian
Organizations Working in the Fields of Women’s Affairs, Democracy,
Good Governance and Human Rights, Ramallah”.
This study aimed to measure the effectiveness and influence of Palestinian
Nongovernmental Organizations (PNGOs) working in the fields of democracy,
good governance, human rights, and women's issues. To gain a comprehensive
picture of the status of these organizations, the extent of their influence, and the
factors that hinder their work. The study sample was 151 NGO. The researchers
used statistical data from NGOs mapping with qualitative data.
The study showed that the level of organizational effectiveness at NGOs was
average. The study concluded that organizations need to develop their internal
work mechanisms in order to improve their effectiveness and impact on society.
(Banat, 2002). “Organizational Effectiveness of Palestinian Universities:
The Islamic University of Gaza-A case study.”
This study aimed to measure the organizational effectiveness level of the
Islamic University of Gaza and to find out the effect of job type, years of
experience, college type, and academic rank on the assessment of the
organizational effectiveness of that university. The researcher used the
descriptive analytical approach.

A questionnaire was the primary data

collection tool. The study sample was 124 academicians, and 99 administrators
were selected using stratified-random sampling technique.
The study showed that the level of organizational effectiveness for the
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Islamic University of Gaza was high and there were statistically significant
differences among the responses of the sample members due to job type in favor
of administrators. The study concluded that the Islamic university should sustain
and improve organizational effectiveness through enhancing the professional
development of its academic staff, increasing work satisfaction of its
employees, developing student personality, and seeking better administrative
practices.
3.2.2 Arabic Studies
(Al-Hashimi and Al- Adaila, 2015). “The Effect of Quality of Working Life
on Organizational Effectiveness in Military Hospitals in Riyadh Region
from its Employees point of view, KSA”
This study aimed to identify the level of quality of working life and its effect on
organizational effectiveness. The researcher used the descriptive analytical
research approach using questionnaire tool for data collection. The study sample
totaled 450 employees.
The study showed that the overall degree respondents’ perceptions about
organizational effectiveness were medium. The study concluded that military
hospitals should redesign its rewarded systems in order to improve its
effectiveness.
(Awad and Ibrahim, 2015). “The relationship between Transformational
Leadership and Organizational Commitment and Their Impact on
Organizational Effectiveness (from the perspective of workers in Damascus
Electricity General Company), Syria.”
This study aimed to identify the level of transformational leadership,
organizational commitment, and organizational effectiveness. The study
examines the effect of Transformational Leadership and Organizational
Commitment on Organizational Effectiveness from the perspective of workers
in Damascus Electricity General Company. The researcher used the
correlational research approach using questionnaire tool for data collection. The
study sample totaled 82 employees.
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The study showed that the overall degree respondents’ perceptions about
organizational effectiveness were medium. The study concluded that
companies should increase the practice of transformational leadership. Because
of its role in creating the organizational commitment of employees, to increase
the level of organizational effectiveness of company.
(Al-Shalabi and Khaoalda, 2009). “The Role of Electronic Governance in
Strengthen the Organizational Effectiveness. Case Study: Ministry of
Finance, Jordan”.
This study aimed to discover the relationship between electronic governance
and organizational effectiveness. The researcher used the descriptive analytical
research approach using questionnaire tool for data collection. The study sample
totaled 70 employees.
The study showed that the overall degree respondents’ perceptions about
organizational effectiveness were medium. The study concluded that
organization should give attention to the training programs and seminars which
aims at improving and developing the individual’s capabilities to improve the
organizational effectiveness.
(Dosa and Husien, 2007). “The Role of Knowledge Management in
Achieving Organizational Effectiveness, Iraq”
This study aimed to identify the impact of knowledge management on
organizational effectiveness. The researcher used the descriptive approach with
a questionnaire tool for data collection. The study sample was 60 participants.
The study showed that the overall degree of respondents’ perceptions about
organizational effectiveness was high. The study concluded that the company
should adopt several methods regarding the knowledge management to enhance
organizational effectiveness.
3.2.3 Foreign Studies
(Potnuru & Sahoo, 2016). “HRD Interventions, Employee Competencies
and Organizational Effectiveness: an Empirical Study, India”
This study aimed to examine the impact of Human Resource Development
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(HRD) interventions on organizational effectiveness using employee
competencies which are built by some of the selected HRD interventions. The
researcher used an integrated research model was developed by combining the
principal factors from the existing literature. The validity of the model tested by
applying structural equation modeling (SEM) approach. The study sample was
290 executive and non-executive employees working in two medium size
cement manufacturing companies.
The study showed that the overall degree of respondents’ perceptions about
organizational effectiveness was high and human resource development
interventions have an impact on the building of employee competencies, which
in turn is instrumental in improving organizational effectiveness. The study
concluded that organizations should build its employees competencies to
improve organizational effectiveness.
(Upadhaya et al., 2013). “Association between Performance Measurement
Systems and Organizational Effectiveness, Australia”
This study aimed to investigate the role of performance measurement systems
in organizational effectiveness in the context of the financial services sector
within a developing country. The researcher used the descriptive approach. The
mail survey method was the primary data collection from 69 financial
institutions operating in Nepal.
The study showed that the overall degree of respondents’ perceptions about
organizational effectiveness was average. The study concluded that researchers
have to assess organizational effectiveness using other data collection methods.
(Amah & Ahiauzu, 2013) “Employee Involvement and Organizational
Effectiveness, Nigeria”.
This study aimed to examine the extent to which employee involvement
influences organizational effectiveness and to examine the extent to which
employee involvement influences profitability, productivity, and market share.
The researchers used the descriptive approach using questionnaires and
interviews for data collection. A total of 388 managers randomly drawn from a
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population of 13,339 managers of all the 24 banks in Nigeria.
The study showed that the overall degree of respondents’ perceptions about
organizational effectiveness was high and employee involvement positively
influences organizational effectiveness. The study concluded that banks should
place emphasis on capacity development as this tends to enhance the
contribution of the employees towards the achievement of the organizational
objectives.

3.3 Section Three: Organizational Learning
3.3.1 Local Studies
(Al-Shanti, 2016). “The availability of the Dimensions of the Learning
Organization in Palestinian Ministries in Gaza Strip from Supervisory
Positions' Incumbents Point of View”.
This study aimed to identify the availability degree of the learning organization
dimensions in the Palestine ministries - Gaza strip and also to detect the
differences according to the demographic variables. The researchers used the
descriptive analytical approach using questionnaires and interviews for data
collection. The study sample was 341 participants.
The study showed that the overall degree of respondents’ perceptions about
learning organization was average and there were statistically significant
differences among the responses of the participants regarding the learning
organization due to the gender in favor of males. The study concluded that
government should promote the concept of the learning organization and
organizations should encourage its staff for learning.
(Khudair, 2015). “Job Characteristics Model and its relationship to
Learning Organization: Field study on the Employees in Palestinian
Cellular Communications Company "Jawwal", Gaza Strip.
This study aimed to identify the relationship between the model of job
characteristics and learning organization in the cellular Palestinian
telecommunications company 'Jawwal' from the standpoint of employees. The
researcher used the descriptive, analytical approach using the questionnaire as
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a tool for data collection. The study sample was 233 employees.
The study showed that the overall degree of respondents’ perceptions about
learning organization was high and there were statistically significant
differences among the responses of participant concerning the learning
organization due to age and years of experience. the study concluded that
Jawwal must pay attention to various dimensions of the learning organization
and to the development of the organizational capabilities , including building
the capabilities of the sectors and the system of learning and sharing common
strategic visions between employees and it's direct role in the success of
organizations and ownership causes confrontation and prepare for strategic
change.
(Mohammed, 2014). “Relationship of Learning Organization to Promote
Occupational Health and Safety in Medical Imaging Departments at
Governmental Hospitals”.
This study aimed to identify the extent of applying the dimensions of the
learning organization dimensions in the medical imaging departments at the
public governmental hospitals in Gaza Strip. The researcher used the descriptive
analytical method. A questionnaire was designed to collect data from the study
sample consisting of (152) technicians working on the medical imaging
departments. The researcher distributed 152 questionnaires and received (128),
The response rate was 84%.
The study showed that the overall degree of respondents’ perceptions about
learning organization was average and there were statistically significant
differences among the responses of the sample members regarding learning
organization due to age in favor of those who are <30 years. The study
concluded further consolidation of the dimensions of the learning organization
in public governmental hospitals and raising the level of applying the learning
organization dimensions.
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(Al-Telbani and Salem, 2012). “The Dimensions of the Learning
Organization in Al-Shifa Hospital in Gaza from its Employees’ Point of
View”.
This study aimed to explore the existence of the attributes/dimensions of the
learning organization in Al-Shifa hospital in Gaza from its employees’ point of
view. The researchers used the descriptive analytical approach based on a
questionnaire tool for data collection. The study sample was 325 employees.
The study showed that the level of respondents' perceptions of learning
organization dimensions was average and the majority of respondent disagree
that their organization support a collective vision. The study concluded that all
the learning organization dimensions should be improved by promoting the
learning opportunities, dialogue and inquiry, capturing and sharing learning,
collaboration and team learning and environmental connection. Also the
collective vision should be developed by supporting employees to take risks.
(Abu Hashish and Murtaja, 2011). “The extent of the abundance of the
dimensions of the learning organization in AL- Aqsa University from the
verdict of its employees”.
This study aimed to identify range of availability of the dimensions of the
learning organization at Al-Aqsa University from its employee’s point of view.
The researchers used a descriptive analytical approach based on a questionnaire
tool for data collection. The study sample consisted of 150 administrative and
academic employees.
The study showed that the level of respondents' perceptions of learning
organization dimensions was average and there is significant difference it terms
of gender due to female. The study concluded Al-Aqsa University should
improve their staff capacities through continueos organizational learning
programs.
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3.3.2 Arabic Studies
(Jawadi, 2015). “The relationship between Organizational Learning and
Empowering Employees in the Electricity and Gas Distribution Directorate
of Laghouat, Algeria.”
This study aimed to uncover the relationship between Organizational Learning
and Empowering Employees in the Electricity and Gas Distribution Directorate
of Laghouat, and whether there are statistically significant differences among
the study sample due to the qualification for job specialization. The researcher
followed the descriptive analytical approach based on questionnaires tool for
data collection. The study sample consisted of 111 workers.
The study showed that the overall level of organizational learning was
average. The study concluded that companies have to activate the learning
chances to face the environmental changes.
(Mariam, 2015). “The Process of Organizational Learning and its Impact
on Creativity in the Algerian Institution: a Field Study, Algeria.”
This study aimed to describe organizational learning process and its impact on
creativity. In addition to identifying the relationship between organizational
learning and creativity. The researcher used the descriptive analytical method
using questionnaire technique. The study population consisted of all Mahboba
company employees with a total of 122 participants.
The study showed that the overall level of organizational learning was
acceptable. The study concluded that the studied organization should build the
organizational learning process comprehensively with all its dimensions and
work to spread the culture of learning.
(Alkharshoum & Durrah, 2011). “Effect of Organizational Learning
Strategies on Job Satisfaction Field Study at Workers in Government
Hospitals in Aleppo”
This study aimed to show the degree practice of the workers to the
organizational learning strategies in government hospitals in Aleppo
governorate, and identify the level of their job satisfaction. The researchers
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followed the descriptive analytical method using a questioner for data
collection. The study applied to a sample formed 260 participants.
The study showed that the overall degree of organizational learning was low,
and there are differences regarding the job title. The study concluded that
hospitals should iincrease the practice degree of organizational learning
strategies, and improve the level of job satisfaction.
(Alhawajra, 2010). “Concept of a Learning Organization in the Jordanian
Universities from the Viewpoint of the Teaching Staff, Jordan”
This study aimed to identify the concept of a learning organization in the
Jordanian Universities, from the viewpoint of the teaching staff in those
universities. The researchers followed the descriptive analytical method using a
questioner for data collection. The study sample consisted of 1041 participants.
The study showed the overall degree of organizational learning was high,
and there are statistically significant differences between the vision of faculty
members on the importance of the characteristics of a learning organization,
attributable to the qualified scientific and private universities and their
interaction with each of the years of experience and participation in training
courses. Moreover, there are significant differences between the vision of
faculty members at Jordanian universities and a group of special factors
supportive of the importance of the application of a learning organization; these
are due to the variables: Jordanian universities, qualified scientific and
management training, interaction with Jordanian universities for each of the
years of experience, and management training. The study concluded that
jordaninan university should improve staff capacities through continueos
organizational learning programs.
(Kheira, 2010). “Organizational Learning as an Approach to Improve the
Performance of Institutions.” Case Study: Sonatrach Foundation.
The study aimed to investigate the relationship between organizational learning
and institutional performance. Also, it aimed to explore the reality of
organizational learning at the Sonatrach Foundation in Algeria. The study used
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the descriptive method. The researcher used the personal interview and the
questionnaire as a data collection tools. A random sample of 120 employees was
selected.
The study showed that the overall degree of organizational learning at
Sonatrach foundation was average and there is a strong relationship between
organizational learning and organizational performance. The study concluded
that organizations instill organizational learning among employees without
making it as a burden to their everyday tasks.
(Alrojob, 2008). “Organizational Learning from AL Yarmouk University
Administrators Point of View, Jordan”.
The study aimed to investigate the applicability of organizational learning in Al
Yarmouk University. The researcher used the descriptive analytical approach.
The data collection tool was the questionnaire. The study population was 189
participants.
The study showed that the overall degree of participants’ respondents toward
organizational learning was high and there is a significant difference in terms
of years of experience in favor of > 10 years. The study concluded that
universities have to boost the learning culture up.
(Abu Khudiar, 2006). “The Learning Organization - A Proposed Concept
for Implementing the Concept of Organizational Learning Management at the Institute of Public Administration”.
The study aimed at presenting a proposed scenario for the management of
organizational learning to implement the concept of learning organization in the
Institute of Public Administration in the Kingdom of Saudi Arabia. The
researcher used the descriptive analytical approach. The data collection tool was
the questionnaire. The study population was 780 participants.
The study showed that the overall degree of participants’ respondents toward
organizational learning was medium. The study concluded that the institution
should develop and improve its current learning system.
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3.3.3 Foreign Studies
(Hasson et al., 2016) “Improving Organizational Learning through
Leadership Training, Sweden.”
This study aimed to evaluate whether training of managers at workplaces can
improve organizational learning. The researchers used a descriptive analytical
approach with pre- and post-intervention evaluation survey. The study sample
was 800 employee from a forest industry organization in Sweden.
The study showed that the overall degree of participants’ perceptions
about organizational learning was low. The study concluded that organizations
should concentrate on leadership development programs to achieve the
organizational learning.
(Ying and Lee, 2015). “The Integrated Relationship among Organizational
Learning, TQM and Firm’s Business Performance: A Structural Equation
Modeling Approach, China”
This study aimed to understand the integrated relationship between
organizational learning and Total Quality Management as two sources of
sustainable competitive advantage. The researchers followed the descriptive
analytical approach using a survey method to collect empirical data from nonlife insurance companies in Taiwan. The study sample was 414 participants.
The study showed that the overall degree of respondents’ perception
about organizational learning was high. The study concluded that firms should
use the study model to improve its performance.
(Imran et al., 2015). “Organizational learning through transformational
leadership, Pakistan.”
This study aimed to develop an organizational learning model through
transformational leadership with the indirect effect of knowledge management
process capability and interactive role of knowledge-intensive culture. The
researchers followed the explanatory research approach using the questionnaire
tool for data collection. The study sample was 204 respondents.
The study showed that the overall degree of respondents’ perceptions
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about organizational learning was high. The study concluded that
organizational learning should be studied as a mediator variable in improving
the organizational performance.

3.4 Section Four: Multivariate Studies
(FRSC, 2017). “The Role of Capacity Building in Employees’ Effectiveness,
Case Study: FRSC, Nigeria”.
The study aimed at examining the impact of capacity building on operational
capabilities of public sector organization, case study of Federal Road Safety
Corps. The researcher followed the descriptive analytical approach using
questionnaire tool for data collection. The study sample totaled 250 employees.
The study showed that there is a significant relationship between capacity
building and employees’ effectiveness. The study concluded that FRSC should
implement education and training programmes to build up the base for human
capital development and resources for long term investments
(Kanwal et al., 2017). “Does Organization Learning Capacity influence the
Organization Effectiveness? Moderating Role of Absorptive Capacity,
Pakistan”
This study aimed to explore the association between organizational learning
capacity and organizational effectiveness by considering the moderating role of
absorptive capacity. The researchers used the descriptive approach.
Questionnaire survey method was used for data collection by applying simple
random sampling technique.
The study showed that the overall degree of respondents’ perceptions about
organizational effectiveness was high and organizational learning capacity
positively and significantly correlated with organizational effectiveness. The
study concluded that organizations should maintain its absorptive capacity and
Organizational Learning Capacity (OLC) to get organizational effectiveness.
(Andjelkovic and Boolaky, 2015). “Organizational Learning: A Case Study
of an International Non-profit Organization,
The study aimed to assess the employees’ awareness of the organizational
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learning concept, to explore the social context and the system levels within
which the learning occurs in the subject organization, and to identify the main
organizational learning challenges. The researchers used a descriptive analytical
approach. The study sample was 149 employees.
The study showed that the overall degree of respondents’ perception about
organizational learning is low and the relationship between organizational
learning and capacity building in nonprofit organizations is vague. The study
concluded that organizations must be fully devoted to develop a learningfriendly environment that will turn learning orientation and commitment of
individuals into group and organizational commitment and goal.
(Khonda, 2015). “The Effect of Developing Emotional Intelligence's Skills
and

Organizational

Learning

in

the

Institutional

Effectiveness:

Comparative Study between Ministry of Higher Education and Planning
and International Cooperation Commission, Syria.”
The study aimed at providing clear and objective strategy for developing
organizational performance of public sector institutions through its impact on
the organization's effectiveness and ability of achievement by enhancing the
development approach for individual abilities and correct organizational
learning mechanisms. The researcher followed the descriptive analytical
approach using questionnaire tool for data collection. The study sample totaled
185 employees.
The study showed that the overall degree respondents’ perceptions about
organizational effectiveness was high, the overall degree respondents’
perceptions about organizational learning was high, there are statistically
significant differences between the averages of the views of the respondents
regarding institutional effectiveness due to the age, gender, functional rank and
years of experience, there is a positive relationship between organizational
learning and institutional effectiveness and there is no significant effect of
learning organizational in institutional effectiveness.
The study concluded that ministry should developing a strategy to attract
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talented workers, procedures for training and development of personnel,
enhance the institutional memory through knowledge transfer in the
organization by developing training programs aimed at raising the skills of
individuals in dealing with the equipment in the workplace.
(Aljazi, 2014). “Organizational Capacity Building and its Impact on
Organizational Effectiveness.”
The study aimed to identify the organizational capacity building and its impact
on the organizational effectiveness in the Jordanian public universities. The
study population consists of all academic leaders in these universities. A
questionnaire was designed and developed for collecting data, which distributed
to (192) questionnaires.
The study showed that the perceptions of respondents regarding the level of
the organizational capacity building in the Jordanian public universities as a
whole were medium, the perceptions of respondents regarding the
organizational effectiveness dimensions were medium and there is a
statistically significant effect for organizational capacity building process on
organizational effectiveness.
The study concluded that university should concentrate on the efforts of the
organizational capacity building in Jordanian public universities, through the
mechanisms of effective task forces.
(Kiani and Gillani, 2014). “The Impact of Learning Organization Practices
on Organizational Effectiveness, Pakistan”.
This study has explored the impact of learning organization practices on
organizational commitment and organizational effectiveness. The research
questions were, “What are the effects of learning organization practices on
organizational effectiveness? and does organizational commitment mediate the
relationship

of

learning

organization

practices

and

organizational

effectiveness?” The researchers used the semi-experimental approach. The data
collection tool was the questionnaire. The study population consists of 400
participants, 194 were received.
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The study showed that the perceptions of respondents regarding the level of
the organizational learning as a whole were high, the perceptions of respondents
regarding the level of organizational effectiveness were high, there is a strong
positive relationship between organizational learning and organizational
effectiveness, and the learning organization practices explained 83.8 % variance
in organizational effectiveness.
The study concluded that human resource practitioners need to pay attention
to the learning organization dimensions to improve their organizational
effectiveness and organizations should nurture such learning culture with the
support of management in which the employees can achieve their work goals
through the team learning and collaboration.
(Kluvers,

2013).

“The

Link

between

Financial

Management,

Organizational Capacity Building and Effectiveness in Not-For-Profit
Organizations: An Exploratory Study, Australia”
This study aimed to examines the relationship between financial management,
capacity building and organizational effectiveness. The researcher used the
descriptive analtical approach. The data collection tool was the questionnaire.
The study population consists of 67 non-profit organizations.
The study showed that there is no statistically correlation between capacity
building and organizational effectiveness. The study concluded that further
research can be undertaken, in particular, qualitative research to investigate the
nature of the relationships between FMS, capacity and effectiveness.
(Broxton, 2012). “The Relationship between Nonprofit Capacity Building,
Organizational Learning and Organizational Effectiveness” A Case Study
Of Strengthening Communities Fund Program Central Florida, USA”
This study aimed to identify the impact of two capacity building programs and
four capacity building activities for non-governmental organizations on
organizational effectiveness. The researcher used the semi-experimental
approach. The data collection tool was the questionnaire. The study population
consists of 43 non-governmental organizations.
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The study showed that the effectiveness of the organization influenced by
the capacity building activities of the organizations and capacity building
programs have clear implications for improving organizational effectiveness of
organizations. The study concluded that organization should conduct capacitybuilding activities with focus on organizational leadership activities and
develop organizational programs to improve organizational effectiveness and
carrying out capacity building activities through the use of workshops, technical
assistance or both.
(Tseng, 2010). “The Effects of Learning Organization Practices on
Organizational Commitment and Effectiveness for Small and MediumSized Enterprises in Taiwan. Taiwan”
This study aimed to explore the effect of learning organization practices on
organizational commitment and organizational effectiveness in Taiwanese
small and medium sized enterprises. The researcher followed the descriptive
analytical method used the questionnaires as a data collection tool. The study
sample was 500 participants.
The study showed that the perceptions of respondents regarding the level of
the organizational learning as a whole were high, the perceptions of respondents
regarding the level of the organizational learning as a whole were high,
organizational learning has a moderately correlation with organizational
effectiveness, and the learning organization practices explained 65 % variance
in organizational effectiveness.
The study concluded that organizations should instill more learning
organization practices through organizational effectiveness may lead to more
desired outcomes.
(Yang, 2007). “The Impact of Knowledge Sharing on Organizational
Learning and Effectiveness, Taiwan”
This study aimed to empirically investigate the extent to which knowledge
sharing and organizational learning affect organizational effectiveness. The
researcher followed the descriptive analytical method used the questionnaires
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as a data collection tool. The study sample was 499 participants across nine
international tourist hotels in Taiwan.
The study showed that the perceptions of respondents regarding the level of
the organizational learning and organizational effectiveness as a whole were
high and organizational learning explained 73.1 % in the prediction of
organizational

effectiveness

and

that

both

knowledge

sharing

and

organizational learning can positively influence and significantly contribute to
organizational effectiveness.
The study concluded that the more the individual intellectual capital is
transferred to organizational assets, the greater the degree of strength of
organizational capabilities, (i.e. its effectiveness) will become. That is to say,
appropriate transfer of individual knowledge would result in knowledge
appreciation, and consequently, enhance the outcomes of organizational
learning and thereby organizational effectiveness.
(Jones,

2001).

“Sustainable

organizational

capacity

building:

is

organizational learning a key?”
This study aimed to promote sustainable organizational and institutional
capacity building in developing countries by investigating the relationship
between capacity building and organizational learning, case study SIDA
(Swedish International Development Cooperation Agency). The researcher
used the descriptive approached based on literature review.
The study revealed that there is a relationship between organizational
learning and organizational capacity building. The study recommended to
strengthen the learning culture within the organization.
3.5 Summary of the Previous Studies:
Review of previous studies show that capacity building played different roles in
supporting the non-governmental organizations but the literature concluded that
the implementation of capacity building activities varied among organizations
due to its essential and effect on organizational performance and effectiveness.
The majority of previous studies aimed to explore capacity building
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requirements/capacity

building

assessment

without

linking

it

with

organizational effectiveness or organizational learning. Some of the previous
studies showed that the organizational effectiveness of NGOs was affected by
different factors and causes especially which related to governance/leadership,
strategic planning, and organizational development.

Most of the previous

studies emphasized the need for capacity building within NGOs, assess the
organizational capacities periodically in respond to the surrounding changes and
improve the organization's effectiveness. Moreover, previous studies addressed
capacity building in several types of organizations.
This study focused on the mediation role that organizational learning plays
in the relationship between capacity building and organizational effectiveness;
no previous studies (according to the researcher knowledge) investigated this
relationship explicitly. In addition this study is applied in all OPDs operating in
Gaza Strip.
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Chapter 4: Methodology and Procedures
Overview
This chapter will discuss the study methodology and design in details. Also, it
will describe the study population, response rate, key informant selection,
measurements of constructs, translation of instrument, data collection, and data
analysis.

Section One: Study Methodology
Introduction
This chapter provides justifications of the methodology used in this study. The
study design and analytical path of any research project should have a specific
methodological direction based on its objective and model. The study model
looks at a scientific investigation to quantify the relationship between an
independent variable and a dependent variable in the existence of a mediator
one. Accordingly, this study examines causal effects through quantification of
the data.
As the proposed study model (Figure 1.1) demonstrated previously, this
study proposes an empirical setting to investigate the theoretical relational path
drawn from the literature and test it through hypotheses. The approach for this
investigation is descriptive analytical which comprises a quantitative research
tool. Accordingly, the proposed study incorporates quantitative data where
empirical findings show the level of significance of the relationship (Abu Saleh,
2006:79).
4.1.1 Study Population
This study is one of the important initiatives dealing with associations of people
with disabilities domain. It needs to restrict the interacting variables in a uniform
environment. Therefore, the rationale for selecting a single sector context rather
than a multi-sector was to eliminate the macro environmental diversity that
exists among NGO’s sectors. Also, the study problem came from evaluations
reports which conducted on several NGOs that serve people with disabilities.
These reasons convinced the researcher to select this sector as a context for this
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study. Thus, the researcher used a census method as a specific sampling
strategy. According to the Ministry of Interior- Gaza (2017), the number of
registered NGOs amount of 37 organizations as shown in Appendix E.
4.1.2 Selection of Key Informants
It was important to select appropriate knowledgeable key informants who are
practicing the administrative and managerial functions. They should have some
qualities such as direct involvement in NGO’s activities, communicating and
dealing with stakeholders and should have experience dealing with
beneficiaries. More specifically, the questionnaire was targeted at the qualified
person of the NGO’s who has complete and specialized knowledge regarding
the information sought and possible shared interest in the study. Keeping these
qualifications in mind the key informant selected for this study were either the
executive director, project officer, program officer, or project coordinator.
These high-ranking informants were considered more reliable and enabled
standardization of information across the NGO’s. These were the principal
considerations regarding the span of the full judgment of a key informant.
4.1.3 Translation of Instruments
A panel of experts reviewed the original English version of the questionnaire
before testing. According to the reviewers’ comments, the questionnaire was
revised and modified. Based on experts’ feedback, the wording of the
questionnaire items was slightly modified. For a quick response, the
questionnaire was translated into Arabic, the native language of the respondents.
While English is widely used in NGOs in Gaza, the use of Arabic versions of
the questionnaire was expected to ensure clear communication to respondents.
4.1.4 Data Collection Procedure and Response Rate
The self-administered survey approach was deemed most appropriate for a
widespread research projects.The main strengths of this method are respondent
anonymity, confidentiality and free expression and fair temporal response
(Davis, 2000: 1694). This also helps to generate consistent data from different
respondents (Sutton, 2001).
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Previous researchers experience suggests that this method suffers from a low
response rate for different reasons including survey fatigue. Measures were
taken to increase the response rate toward reducing response bias and increasing
the validity of the statistical inference (Praharaj, 2011: 93-94). To achieve that
objective, out of the verified initial sample of 37 NGO’s, were contacted by
telephone to identify which NGO’s are still operating and to check the accuracy
of the name, address, and its mandate. In this process, a total of 30 NGO’s were
identified to participate in the survey.
Attached to the survey was a covering letter from the Head of Faculty
supporting the research and encouraging participation in the survey. It stressed
that the study was being conducted only for academic purposes and that
participation in this study was completely voluntary, anonymous and
confidential. Access to the supplied information would be limited to the
university researchers only. It envisaged that this process would maximize the
usable responses.
Finally, 103 questionnaires were distributed, 93 usable were received back with
a response rate of 90.2 %.
4.1.5 Data Analysis
The data extracted from the cross-section of OPDs have been analyzed in
chapter four section two to test the construct measures and to test the hypotheses
set in the conceptual model. The adopted construct measures require
measurement of scale reliability and validity. Relevant descriptive statistics of
the sample reported in this section. Measurement model in the Structural
Equation Modeling (SEM) technique used for the confirmatory factor analysis
using Amos version 23.
As it signifies, SEM is a powerful quantitative data analytical technique
which estimates and tests theoretical relationships between/among latent and
observed variables and also combines regression and factor analysis (Abu Saleh,
2006:94).
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Section Two: Data Preparation
In section one, the study methodology and study design are discussed in detail.
The respondents’ profiles along with population characteristics, data screening,
measurement model assessment and structural model fit are described in this
section.
4.2.1 Respondent Profile
Table 4.1 Summarize the respondents’ profile regarding their demographic
factors which relevant to personal data. While this demographic information has
no impact on the level of analysis of this study, this reporting may provide a
generalized view regarding employee’s characteristics working at NGOs in
Gaza Strip.
Table 4:1 Respondents Profile

Demographic Feature
Frequency
Governorate
North Gaza
11
Gaza
26
Middle
20
Khan Younis
15
Rafah
21
Total
93
Gender
Male
50
Female
43
Total
93
Educational Qualifications
Diploma
7
Bachelor
71
Master
15
Total
93
Age
22 to 28 Years
21
28 to 34 Years
29
34 to 40 Years
21
40 to 46 Years
14
46 to 52 Years
5
above 52 Years
3
Total
93
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Percent %
11.8
28.0
21.5
16.1
22.6
100
53.8
46.2
100
7.5
76.3
16.2
100
22.6
31.2
22.6
15.1
5.4
3.2
100

Demographic Feature
Job Title
Executive Director
Project Officer
Program Officer
Project Coordinator
Total
Years of Experience
less than 5
5 to 10
10 to 15
more than 15
Total

Frequency

Percent %

18
27
13
35
93

19.4
29.0
14.0
37.6
100

23
34
21
15
93

24.7
36.6
22.6
16.1
100

Table 4.1 shows that 28% of the sample respondents are from Gaza
Governorate, followed by Rafah, Middle, Khan Younis and North Governorate
respectively. The researcher attributed these results to the organization's
distribution among governorates. Also, most of organizations centralized in
Gaza Governorate (Ministry of Interior – Gaza, 2017). See Appendix G.
Table 4.1 shows that 53.8% of the sample are male and 46.2 % are female.
This percentage show insignificant differences between the two genders, which
gives a clear indication that NGOs operating in Gaza Strip give space for both
genders equally. This is consistent with (Halollo, 2016) (Imran et al., 2016) (Amah
et al., 2013) who found a closed percent of male and female. However, this is not
consistent with the labor force survey which conducted by the Palestinian
Bureau of Statistics (2017) which showed a gap between the two genders
(73.2% are males and 19.2% are females.(
Table 4.1 revealed that the respondents are varied widely regarding their
ages. The highest representatives of the respondents (31.2%) are from the age
group of 28 to 34 years followed by a group of 22 to 28 and 34 to 40 by (22.6%).
The majority of the workers are youth due to their required duties in dealing
with the organization's stakeholders. Moreover, the ongoing recruitment process
for every new project demanding youth and energetic staff. This is consistent
with (Potnuru et al., 2016) (Imran et al., 2016) (Kheira, 2010), who found that
the 30s are the highest age group among their studies key informants.
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Table 4.1 also shows that the majority of the respondents have a bachelor
degree (76.3%), the rest vary between diploma (7.5%) and high education
(16.1%). The great differences regarding the educational qualification are due
to the jobs requirements which often require a bachelor degree. This is
consistent with (AlKasasbah, 2016) (Ying et al., 2015) (Shamrokh, 2014)
(Amah et al., 2013) (Kheira, 2010) who found that the majority of key
informants have a bachelor degree.
Table 4.1 shows that 37.6% of the respondents are project coordinators, 29%
are project officers, 19% are executive director, while 14% are programs
officers. The increased number of coordinators is due to the centralized
organizational structure of most NGOs. This is consistent with (Halollo, 2016)
(Ying et al., 2015) who stated that the number of senior management positions
is lower at the higher levels, while the number of administrators is high.
As reported in Table 4.1, the average year of respondents’ experience is 11.5
years. Most of the sample respondents (about 76%) had more than five years of
experience, indicating high experience in the field of NGO’s. This is consistent
with (Hasson et al., 2016) (Imran et al., 2016) (Potnuru et al., 2016) who found
that the key informant have more than 5 years of experience.
4.2.2 Assessment of Normality and Outliers
Kolmogorov-Smirnov test was used to test whether the data follow the
normal distribution or not, and the results were as shown in Table 4.2.
Table 4:2 Normality Distribution Test

N.
items
4
5
5
4
18
20
21
59

Desired Outcomes
Capacity Change Strategies
Building Champions
Resources
Capacity Building
Organizational Effectiveness
Organizational Learning
Total factor
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KolmogorovSmirnov Z
1.269
1.328
0.946
0.852
0.782
0.397
0.789
0.578

(Sig.)
0.080
0.059
0.332
0.463
0.573
0.997
0.561
0.891

It is clear from the previous table that the P-Value (Sig.) to all fields of the study
was higher than the level of significance (.05), then the distribution for each
field is normally distributed, so parametric tests will be used to answer the study
questions.
4.2.3 Construct Measurement
SPSS AMOS used to analyze the direct and mediating (indirect) role for this
study. Moreover, the first step in AMOS analysis is to assess the measurement
model. Measurement model focuses on an estimate of the goodness of measure.
Thus, two criteria for assessing the validity and reliability are used in this study
to evaluate the measurement model (Hair et al., 2013: 3-5).
A Confirmatory Factor Analysis (CFA) was conducted to check for
individual items reliability, internal consistency, discriminant validity and
convergent validity of the items and to check the goodness of fit for the study
model.
4.2.3.1 Instrument Validity
In the validation process of the study survey instruments, the researcher used
three validities, namely content, internal validity and the construct validity
which can be assessed to get the uniqueness of the measures.
4.2.3.1.1 Content Validity
Content validity is the subjective assessment of the measures affiliated with the
face validity for informal as well as commonsense evaluation of the scales and
measures by the expert judges (Arino, 2003; Hardesty and Bearden, 2004;
Malhotra, 2002).
The researcher offered a questionnaire on a group of scholars/specialist
consisted of (9) specialists in the areas of academic, Administration,
professional, statistical aspects. The researcher has responded to the opinions of
the specialist and performed the necessary modification and designed the
questionnaire in its final form. Appendix (A ).
4.2.3.1.2 Internal Validity
Internal consistency is typically a measure based on the correlations between
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different items on the same test or the same subscale on a more significant test.
It measures whether several items that propose to measure the same general
construct produce similar scores (Tang et al., 2014:206).
The results of Internal Validity:
First: Independent Variable (Capacity Building)
Table 4.3 shows that the correlation coefficient between each paragraph of the
factor of “Desired Outcomes” and the total score of the field, which shows that
the correlation coefficients are significant at α ≤ 0.05.
Table 4:3 Correlation Coefficient of Each Field and Desired Outcomes

#

1

2

3

4

Items
The organization seeks to improve its
external relationships through collaboration,
mergers, strategic planning, fund-raising,
media relations;
The organization seeks to improve its
internal structure through reorganization,
team building, adding staff, enhancing
diversity, creating a rainy day fund or
reserve, creating a fund for new ideas;
The organization seeks to improve its
leadership through board development,
leadership development, succession planning, a
change in leadership, higher delegation of
responsibility for routine decisions;
The organization seeks to improve its internal
management systems through new information
technology, budget and accounting systems,
changes in personnel system, staff training;
evaluation, organizational assessment, and
outcomes/results measurement;

Correlation
Coefficient

Sig.

0.523*

0.000

0.861*

0.000

0.853*

0.000

0.825*

0.000

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05)
Equal 0.349

Table 4.4 shows the significant correlation coefficients between each
paragraph of the factor of “Change Strategies factors” and the total score of the
field at α ≤ 0.05.
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Table 4:4 Correlation Coefficient of Each Field and Change Strategies

#
1

2
3
4

5

Items

Correlation
Coefficient

Sig.

00.807*

0.005

0.818*

0.000

0.835*

0.000

0.872*

0.000

0.782*

0.000

Capacity building help to study the
feasibility of enhancing the organization’s
existing position;
The organization support professional
development, including a combination of
staff training and mentoring;
The organization undertake bylaw revisions;
Capacity building support board and staff in
conducting an organizational assessment
and developing the initial elements of a
strategic plan;
Capacity building supports the continuing
upgrade of an organization’s system.

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05)
Equal 0.349

Table 4.5 shows the significant correlation coefficients between each
paragraph of the factor of “Champions factors” and the total score of the field
at α ≤ 0.05.
Table 4:5 Correlation Coefficient of Each Field and Champions

#
1
2
3
4
5

Items
The organization hired consultants and technical
assistant for the projects
The organization use web-based resources to
improve its effectiveness
The organization review books, manuals, or other
written materials to improve its performance
The organization provide training through
conferences or workshops
Employees accept advices from professional
colleagues

Correlation
Coefficient

Sig.

0.645*

0.000

0.845*

0.000

0.722*

0.000

0.725*

0.000

0.606*

0.000

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05)
Equal 0.349

Table 4.6 shows the significant correlation coefficients between each
paragraph of the factor of “Resources factors” and the total score of the field at
α ≤ 0.05.
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Table 4:6 Correlation Coefficient of Each Field and Resources

#
1
2
3
4

Items

Correlation
Coefficient

Sig.

0.808*

0.000

0.823*

0.000

0.894*

0.000

0.842*

0.000

The organization allocate time and resources for
capacity building
The organization provides adequate support for
capacity building.
Available fund affect the nature of capacity
building
The depth and the duration of the capacity
building affected by available resources

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05)
Equal 0.349

Second: Mediator Variable (Organizational Learning)
Table 4.7 shows the significant correlation coefficient between each paragraph
of the factor of “organizational Learning factors” and the total score of the field
at α ≤ 0.05, so the field is valid to put the measure.
Table 4:7 Correlation Coefficient of Each Field and Organizational Learning

#

Items

1

In my organization, people help each other learn
In my organization, people given time to support
2
learning.
3 In my organization, people rewarded for learning.
In my organization, people give open and honest
4
feedback to each other
In my organization, whenever people state their
5
view, they also ask what others think.
In my organization, people spend time building
6
trust with each other.
In my organization, teams/groups have the
7
freedom to adapt their goals as needed.
In my organization, teams/groups revise their
8 thinking as a result of group discussions or
information collected.
In my organization, teams/groups are confident
9 that the organization will act as their
recommendations.
My organization creates systems to measure gaps
10
between current and expected performance.
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Correlation
Sig.
Coefficient
0.475*
0.001
0.396*

0.007

0.755*

0.000

0.729*

0.000

0.740*

0.000

0.781*

0.000

0.570*

0.000

0.788*

0.000

0.728*

0.000

0.781*

0.000

#
11
12
13
14
15
16
17
18
19
20
21

Items

Correlation
Coefficient

Sig.

0.628*

0.000

0.753*

0.000

0.770*

0.000

0.590*

0.000

0.710*

0.000

0.769*

0.000

0.726*

0.000

0.791*

0.000

0.824*

0.000

0.831*

0.000

0.765*

0.000

My organization makes its lessons learned
available to all employees.
My organization measures the results of the time
and resources spent on training.
My organization recognizes people for taking
initiatives.
My organization gives people control over the
resources they need to accomplish their work.
My organization supports employees who take
calculated risks.
My organization encourages people to think from
a global perspective.
My organization works together with the outside
community to meet mutual needs.
My organization encourages people to get answers
from across the organization when solving problems.
In my organization, leaders mentor and coach
those they lead.
In my organization, leaders continually look for
opportunities to learn.
In my organization, leaders ensure that the
organization’s actions are consistent with its
values.

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05)
Equal 0.349

Third: Dependent Variable (Organizational Effectiveness)
Table 4.8 shows the correlation coefficient between each paragraph of the factor
of “Organizational Effectiveness” and the total score of the field, which shows
that the correlation coefficients are significant at α ≤ 0.05.
Table 4:8 Correlation Coefficient of Each Field and Organizational Effectiveness

#
1
2
3
4

Items
In my organization, employees are honest with
themselves on their strengths and weaknesses
Strategic plan is understandable
Beneficiaries know what the organization
striving to do
Beneficiaries care about the organization's
advertisements and publications
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Correlation
Coefficient

Sig.

0.421*

0.000

0.685*

0.000

0.658*

0.000

0.795*

0.000

#
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20

Items
The Organization analyze the need for
beneficiaries
The Organization asks beneficiaries for feedback
The Organization services /product suit
beneficiaries’ needs.
The staff understand and appreciate the
importance of beneficiaries’ service.
The organization evaluates each program against
various metrics including mission.
There are specific targets or goals for each
program.
Evaluation of the organization's work contributes
to the satisfaction of beneficiaries and good
financial results.
The organization is aware of new interests of
stakeholders.
The organization criticized by funders or
stakeholders for veering away from its mission.
There is a reserve of funds for a rainy day.
The organization has a meaningful relationship
with stakeholders.
Staff gets an increase in their pay yearly.
The Board Chair and the Executive Director
meeting with key stakeholders at least once a
year.
The organization sends thank-you letters for
every donation.
The organization realizes restrictions that are
currently on the donated dollars in banks.
The organization sends out a written
communication to stakeholders at least once a
year.

Correlation
Coefficient

Sig.

0.739*

0.000

0.507*

0.000

0.530*

0.000

0.598*

0.000

0.478*

0.001

0.455*

0.001

0.539*

0.000

0.756*

0.000

0.648*

0.000

0.570*

0.000

0.652*

0.000

0.563*

0.000

0.703*

0.000

0.658*

0.000

0.546*

0.000

0.799*

0.000

*Correlation is significant at the 0.05 level, value of Correlation (R) table from (30, 0.05) Equal 0.349

4.2.3.1.3 Construct Validity
Construct validity is the degree to which a test measures what it claims, or
purports, to be measuring. Modern validity theory defines construct validity as
the overarching concern of validity research, subsuming all other types
of validity evidence. CFA is used to test how well our theoretical specification
of the factors represent latent constructs (Statistic Solution, 2013). CFA for all
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independent, mediator and dependent variables was conducted to test the
construct validity of the multi-item construct. The results of CFA drawn as a
path diagram using SPSS Amos V. 23. (See Appendix F)
To ensure a good factor analysis, variables should be correlated to some
extent, but not be perfectly correlated (Field, 2005). The correlation between
the variables, therefore, scanned to see if there was any correlations coefficient
above 0.9. None of these were found (see Appendix F). Secondly; it is
recommended by Pallant (2005) that several correlations should be at least
above 0.3. The correlation matrix showed that this requirement was satisfied,
considering that the variables are to some degree correlated, but this correlation
not particularly high. This means that no need to eliminate any of the variables
from the analysis at this stage.
Other critical initial tests are the Keiser-Meyer-Olkin (KMO) measure,
Bartlett’s test of sphericity and checking the anti-image correlation and
covariance matrices. The KMO measure tests whether the partial correlations
among variables are small (Field, 2005). A measure over 0.5 is barely
acceptable, values between .5 and .7 are mediocre, values between .7 and .8 are
good, values between .8 and .9 are great, and values above .9 are superb (Kaiser,
1974: 31-36). Table 4:10 show that the KMO for all six variables was 0.748,
which is good enough for further analysis.
Table 4:9 Factor Analysis: KMO and Bartlett's test

Kaiser-Meyer-Olkin Measure of Sampling
Adequacy
Bartlett's Test of
Chi-Square
Sphericity
df
Sig.

.748

4200.70
8
1711
.000

The last control before moving on to confirmatory analysis was to control

that Bartlett’s test of sphericity had a significance level above 0.05. This test
measures whether the correlations between variables are sufficiently large for
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factor analysis to be appropriate (Field, 2005). One can see from Table 4:10 that
Bartlett’s test is highly significant (Sig < 0.05) and good enough for further
analysis. The tests from the preliminary analysis conclude that the included
variables have satisfactory characteristics to conduct a factor analysis.
4.2.3.1.3.1 Convergent Validity
Three measures have been followed to assess the convergent validity of
measurements items (Fornell & Larcker, 1981; Hair et al., 2010). First is the
factor loadings of the same construct calculated using CFA should be higher
than 0.4, second, the Average Variance Extracted (AVE) should be higher than
0.5. Finally, the composite reliability should be higher than 0.7 for all construct
of measurement model (Hair et al., 2013:6-7).
AVE measures the level of variance captured by a construct versus the level
due to measurement error, values above 0.7 are considered very good, whereas,
the level of 0.5 is acceptable (Hair et al., 2013: 7). According to Fornell &
Larcker (1981: 39-50) AVE, less than 0.5 can be accepted since the composite
reliability is higher than 0.6. Composite reliability produces more precise
estimates of reliability than those initially provided by alpha (Fornell & Larcker,
1981).
The following Table 4.10 illustrates the result of the AVE & CR to assess the
construct validity. The standardized factor loadings for all tested items
represented in appendix (F). Appendix F shows that the standardized factor
loadings for all items are above the recommended minimum of 0.40. According
to (Stevens, 1992) and (Hair et al., 2013:6-7) they suggest using a cut-off of 0.4,
irrespective of sample size, for interpretative purposes. Also the composite
reliability of all factors is higher than 0.6. Thus, the convergent validity of the
construct is still adequate.
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Table 4:10 AVE & CR

Desired Outcomes
Change Strategies
Champions
Resources
Capacity Building
Organizational Effectiveness
organizational Learning

Items
4
5
5
4
18
20
21

AVE
0.55
0.47
0.35
0.50
0.44
0.39
0.35

CR
0.82
0.81
0.72
0.79
0.93
0.92
0.91

4.2.3.1.3.2 Discriminant Validity
Discriminant validity achieved as evidenced by comparing the square root of
the AVE with the correlations among constructs (Fornell & Larcker, 1981).
Table 4.11 summarizes the square root of AVE and Correlation where the
diagonals (in bold) signify the average variance extracted whereas the other
entries represent the correlations:
Table 4:11 Discriminant Validity Fornell–Larcker Criterion

Desired Outcomes
Change Strategies
Champions
Resources
Organizational Effectiveness
Organizational Learning

DO
.845
.709
.589
.499
.362
.582

CHS

CH

RE

OE

OL

.851
.604
.580
.400
.570

.688
.642
.401
.604

.707
.288
.529

.624
.457

. 591

It clear from the above table that the AVE values (diagonal) are higher than
the correlations values with other variables. Thus the discriminant validity of
the construct is adequate.
4.2.4 Reliability of the Construct:
Reliability is the degree to which an assessment tool produces stable and
consistent results (Cozby, 2001). Table 4.12 shows the result of alpha
coefficient and Split-Half Coefficient in addition to the Composite Reliability.
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Table 4:12 Cronbach's Alpha Coefficient, Split-Half Coefficient & CR

#
1
2
3
4
5
6
7
8

Desired Outcomes
Change Strategies
Champions
Resources
Capacity Building
Organizational Effectiveness
Organizational Learning
Total Factor

Items #

Alpha

4
5
5
4
18
20
21
59

0.724
0.832
0.748
0.776
0.910
0.868
0.849
0.932

Split-Half
Coefficient
0.796
0.882
0.822
0.910
0.960
0.956
0.882
0.978

CR
0.82
0.81
0.72
0.79
0.93
0.92
0.91

The results in Table 4.12 shows that capacity building variable are reliable as
Cronbach’s alpha equals 0.910. All of the 18 items in the scale had item-total
correlations values above 0.3, and none of the items substantially affected the
reliability if they deleted. Also, the Split-Half Coefficient and the composite
reliability were 0.960 and 0.93 respectively which also closed to 1. It is
concluded that the items were positively contributing to the overall reliability.
Organizational effectiveness had a good acceptable Cronbach’s alpha of
.868. All of the 20 items measuring organizational effectiveness included. All
the items had item-total correlations values above 0.3, and none of the items
substantially affected the reliability if they deleted. Also, the Split-Half
Coefficient and the composite reliability were 0.956 and 0.92 respectively
which also closed to 1. It concluded that the items were positively contributing
to the overall reliability.
Organizational learning had a good acceptable Cronbach’s alpha of .849. All
of the 21 items measuring organizational learning included. All the items had
item-total correlations values above .3, and none of the items substantially
affected the reliability if they deleted. Also, the Split-Half Coefficient and the
composite reliability were 0.882 and 0.91 respectively which also closed to 1.
It concluded that that the items were positively contributing to the overall
reliability.
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4.2.5 Model Fit
The use of Structural Equation Modelling (SEM) has steadily increased in the
business literature. SEM is a quantitative data analytical technique which
specifies, estimates, and tests theoretical relationships between observed
endogenous variables and latent, unobserved exogenous variables (Byrne,
2001). While SEM does not designate a single statistical technique but rather a
family of relevant procedures including analysis of covariance structure, this
combines regression and factor analysis as well.
In the estimation process, SEM produces regression weights, variances,
covariances, and correlations in its iterative procedures converged on a set of
parameter estimates (Holmes-Smith et al., 2004).
Through the process of estimation, fit statistics should be evaluated to check
whether the proposed model is a fit to the data or not, or whether any
modification is required to increase fit. There are several indicators of goodnessof-fit, and most SEM scholars recommend evaluating the models by observing
more than one of these indicators (Bentler & Wu, 2002; Hair et al. 1998).
Marsh et al., (1988) proposed that the criteria for ideal fit indices are the
relative independence of sample size, accuracy and consistency to assess
different models, and ease of interpretation aided by a well-defined pre-set
range. Based on this stated criteria, Garver and Mentzer (1999) recommended
the Non-Normed Fit Index (NNFI) / Tucker-Lewis Index (TLI); the
Comparative Fit Index (CFI), and the Root Mean Squared Approximation of
Error (RMSEA). Therefore, the commonly applied fit indices are NNFI and CFI
(>0.90 indicates good fit), χ2 statistic (χ2/ DF ratio of 3 or less), and RMSEA
(<0.08 indicates acceptable fit. Hulland et al. (1999) proposed that RMSEA
values between .05 and .10 are sometimes considered adequate fit. These model
fit indices used in assessing the measurement models.
Chi-square (χ2) is the most common method of evaluating goodness-of-fit.
A low χ2 value, indicating non-significance, would point to a good fit. This is
because chi-square test is used to assess actual and predicted matrices. Thus,
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non-significance means that there is no considerable difference between the
actual and predicted matrices (Hair et al., 1998). Therefore, low χ2 values,
which result in significant levels greater than 0.05 or 0.01, indicate that actual
and predicted inputs are not statistically different. The significance levels of 0.1
or 0.2 should exceed before non-significance is confirmed (Fornell, 1983).
There is a limitation to the chi-square test. The χ2 is highly sensitive to
sample size especially if the observations are higher than 200. An alternative
evaluation of the χ2 statistic is to examine the ratio of χ2 to the Degrees of
Freedom (DF) for the model (Joreskog & Sorbom, 1993). A small χ2 value
relative to its degree of freedom is indicative of good fit. Kline (2005) suggested
that a χ2/ df ratio of 3 or less is a reasonably good indicator of model fit. The
following Table 4:13 summarizes the acceptable goodness of fit indices.
Table 4:13 Acceptable goodness of fit indices

Index
Good
OK
Barely OK

Model Fit
CMIN/DF
CFI
<3
≥ .95
<5
≥ .90
≥ .80

TLI
≥ .90

RMSEA
< .05
.05< & <.10
>.10

Source: Adapted from Gaver et al., (1999), Hulland et al. (1999).
4.2.6 Model Fit Measurement
The following Table 4.14 shows the goodness of fit indices for the study
hypothesized model.
Table 4:14 Goodness of Fit Indices

Model Fit
Measurements
Desired Outcomes
Change Strategies
Champions
Resources
Organizational Learning
Organizational effectiveness
Model Fit Index

CMIN/D
F
2.034
1.703
1.730
2.407
1.66
1.88
.683
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CFI

TLI

RMSEA

.989
.975
.953
.975
.924
.909
0.984

.935
.951
.905
.925
.926
.909
1.008

.106
.087
.089
.124
.072
.066
.000

It is clear from the above Table 4.14 that the values of model fit indices
reached the acceptable level for most of the construct except RMSEA for the
resources and desired outcomes factors. However, this is not important because
the value of this fit index is expected to be better approximate or estimate the
population and not to be affected by sample size (Chen et al., 2008; Kenny et
al., 2014). Considering the results of this analysis, the model possessed good
construct validity and was suitable for further analysis.
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Chapter 5: Results and Discussion

Introduction
5.1 Acceptance Degree Scale
5.2 Hypotheses Testing
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Chapter 5: Results and Discussion
Introduction
In the previous chapter, sample validation and measurement models for
construct measures tested. Accordingly, Regression Analysis and Structural
Equation Modeling (SEM) of the proposed model to test the model hypothesis
are presented and discussed in this chapter.
This study utilized mainly three statistical methods for data analysis namely;
factor analysis, regression analysis, and path analysis. Factor analysis is used to
ensure that the intended constructs can be justified, and to prevent that variables
that do not represent what they were intended to be measured included in the
final model. Regression analysis is used in this chapter to test the established
hypotheses and a path analysis using Amos V23 is employed to verify the
mediation hypothesis.
5.1 Acceptance Degree Scale
The researcher depended on the following cut-off points to analyze and interpret
the data collected by the questionnaire. It helps to answer the availability degree
of each factor. The present study used 5-point Likert scale. Specifically,
respondents were asked to rate their perception on questionnaire items on 5point Likert scale ranging from 1 “strongly disagree” to 5 “strongly agree”. The
following scale determines the acceptance degree:
Table 5:1 Acceptance Degree Scale

Level

Very Low

Mean

1 to 1.80

R.W.M

<36%

Low

Medium

High

1.81 to
2.6
36% to
<52%

2.61 to
3.40
52% to
<68%

3.41 to
4.20
68% to
<84%

Very High
4.21 to 5.00
84% to <100%

Table 5.2 summarize the average means and the average relative weights for
each factor, while appendix (G( shows the average mean and the average
relative weight for each paragraph of the construct.
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Table 5:2 Summary of the Average Means and the Average Relative Weights

Factor

M

SD

RW

Desired Outcomes
Change Strategies
Champions
Resources
Capacity Building
Organizational Learning
Organizational Effectiveness

3.70
3.52
3. 48
3.49
3.55
3.39
3.30

0.23
0.31
0.22
0.34
0.20
0.17
0.18

73.98
70.34
69.66
69.73
70.93
67.84
66.09

Test
PRank
Value Value
16.72 0.00
1
11.14 0.00
2
13.26 0.00
4
9.94
0.00
3
15.07 0.00
13.47 0.00
11.14 0.00

The above Table 5.2 shows that the average relative weight for desired
outcomes reached 73.98% with a mean 3.70 and came at the first rank among
the independent variable factors, while champions came at the fourth rank with
69.66% relative weight and a mean of 3.48. These results shows the high
interests of the studied organizations to achieve the best outcomes through
improving its external relations and internal structure, while it reflects the
weakness of actual capacity building activities since there is no effective use of
web resource and written material to improve the organizational effectiveness.
The above table shows that the studied organizations are adapting capacity
building by 70.93 % which is high. The researcher attributed the high level of
capacity building among OPDs to the continuous activities toward improving
their capacities and in response to international donors’ requirements which aim
to deliver excellent service by capable staff and organizations to achieve the set
goals as the service delivery is a sensitive issue to service beneficiaries. Also,
the high level of capacity building reflects the adequate support which
organizations provide for capacity building through hiring consultants and
technical assistant, staff training and mentoring. Such results contradict with
earlier finding of (Shamrokh, 2014) (Albalawi, 2011) (Khalil, 2009)
(Manandhar, 2005) which revealed that there is a strong need for organizations
to build their capacities. However, the results are consistant with (Gray, 2016)
(Halollo, 2016) (Hijazi, 2015) (Al-Ramlawi, 2012) (Wright, 2011) which
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concluded NGO’s should exert more effort to motivate their employees for
learning, strengthen their performance and improve their effectiveness.
Therefore, in the case of OPDs, the role of capacity building is vital and
necessary for these organizations to fulfill their mission as well as contributing
to the welfare of beneficiaries.
The result also disclosed the availability of organizational learning among
these organizations by 67.84% which is medium. The researcher attributed the
medium level of organizational learning to some obstacles related to the
organizational culture such as creating systems to measure the gaps between
current and expected performance, encourage staff to take risks and initiatives,
and rewarded people for learning . This is consistent with (Hasson et al., 2016)
(Al-Shanti, 2016) (Jawadi, 2015) (Mariam, 2015) (Mohammed, 2014) (AlTelbani and Salem, 2012) (Alkharshoum & Durrah, 2011) (Kheira, 2010) (Abu
Khudair, 2006) which pointed out that the perception of organizational learning
was medium. They concluded that one of the main obstacles to adapt
organizational learning is the lack of incentives by managers to strengthen the
organizational learning. Moreover, the adoption of traditional managerial
patterns, lack of organizational learning models adoption, resistance to change,
and weak organizational culture that encourages organizational learning. The
result contradict with (Alhawajra, 2012) who revealed that the organizational
learning level is high.
Finally, the result shows that the level of organizational effectiveness is
medium by 66.09%. The researcher attributed the medium level of
organizational effectiveness to weak external relationships, especially the
organizations relationships with stakeholders and beneficiaries in terms of
meeting with stakeholders regularly and analyzing the needs of beneficiaries,
also to the inability of these organization to reserve a rainy day fund for
emergency events. In addition to promotion systems obstacles, staff don’t get
an increase in their pay yearly which affect their performance and productivity.
This is consistent with (Al-Hashimi and Al-Adaila, 2015) (Awad and Ibrahim,
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2015) (Upadhaya et al., 2013) (Musallam, 2011) (Al-Shalabi and Khaoalda,
2009) (MAS, 2007) who stated that organizations have to increase the level of
their services which may be eliminated due to external factors. This study is not
consistent with (Kanwal, 2017) (Potnuru and Sahoo, 2016) (Abu-Khair, 2016)
(Owda, 2013) (Amah and Ahiauzu, 2013) (Banat, 2002) (Dosa et al., 2007)
which revealed a high level of organizational effectiveness.
5.2 Hypotheses Testing
To test the study hypothesis the regression analysis is used to determine the
linear regression equation, with the beta found to confirm a causal relationship
between the dependent variable (Organizational Effectiveness) and the
independent variable factors: Desired Outcomes, Change Strategies,
Champions, and Resources, to determine the degree of effect of each factor on
the organizational effectiveness (H1.1, H1.2, H1.3, H1.4).

Moreover, a

regression analysis used to determine the correlation and the effect of the
independent variable (capacity building) as a whole on the dependent variable
(H1), and on the mediator variable (H2.). Also, the linear regression is used to
determine the correlation and the degree of effect of the organizational learning
and the organizational effectiveness (H3).
Path Analysis by SPSS Amos Ver.23 is used to verify the role of
organizational learning as a mediator variable on the relationship between
capacity building and organizational effectiveness (H4). However, one way
ANOVA test is used to check the differences between the participant's response
regarding the demographics factors (H5, H6, and H7). The following are the
results of testing the proposed hypothesis.
The First Main Hypothesis
There is a significant relationship at (α ≤ 0.05) between capacity building
and organizational effectiveness of OPDs operating in Gaza Strip.
To determine the correlation and the effect level of the independent variable
factors (desired outcomes, change strategies, champions, and resources) as a
whole on the (Organizational Effectiveness), multiple regression tests with the
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Stepwise method is used. According to Table 5.3, the following results have
been found:
Organizational Effectiveness, which represents the dependent variable is
affected substantially by the independent variable factors (Resources, Desired
Outcomes, and Champions) excluding Change Strategies.
The correlation coefficient is equal to 0.708, and the probability value (Sig.)
equals 0.00 which is less than the significance level α ≤ 0.05. This indicates a
medium correlation between capacity building and organizational effectiveness
based on Hair et al. (2013) who suggested in scholarly research, R2 values
of 0.75, 0.50, or 0.25 be respectively described as substantial, moderate or
weak.
The results also showed that the coefficient of determination is equal to
0.502, which means that 50.2% of the change in organizational effectiveness is
due to the effects of resources, desired outcomes, and champions and the
remaining 49.8% is due to other factors.
Table 5:3 First Hypothesis Regression Coefficients

Regression Statistics
Multiple R
0.708
R Square
0.502
F
29.85
df
Regression
3
Residual
89
Sig
0.000
Coefficients
Intercept
0.970
Resource
0.171
Desired
0.256
Outcome
Champions
0.271

t Stat
3.040
1.781

P-value
0.003
0.047

2.760

0.007

2.521

0.013

The Effect Equation:
OE = 0.970 + 0.171*(Resources) + 0.256 * (Desired Outcomes) + 0.271 *(Champions)
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According to the above equation, if desired outcomes and champions held
constant, increasing resources by one unit leads to an increase in organizational
effectiveness by 0.171. Also, if champions and resources held constant,
increasing desired outcomes by one unit leads to an increase in organizational
effectiveness by 0.256. As well, if resources and desired outcomes held constant,
increasing champions by one unit leads to an increase in organizational
effectiveness by (0.271).
The above results show that there is a significant high relationship at (α ≤ 0.05)
between capacity building and organizational effectiveness of OPDs operating in
the Gaza Strip. This is consistent with (FRSC, 2017) (Aljazi, 2014) (Kluvers,
2013) who stated that capacity building should be implemented to build up the
base for human capital and resource development. Such results differ from earlier
finding of (Kluvers, 2013) who stated that the evidence for effectiveness to
develop directly from capacity is not as clear. While capacity must be present for
organization to operate effectively, a direct link between the two is difficult to
substantiate. Capacity enables an organization to plan, enhance decision making
and encourages a discourse around purpose therefore providing the initial steps
towards effectiveness.
However, the above results showed that three factors of the capacity building
affect organizational effectiveness namely; desired outcomes, champions, and
resources. The researcher attributed the exclusion of the fourth factor namely
change strategies to the insufficient implementation of new strategies in terms of
assessing the PODs existing position, supporting professional development,
revision, developing the strategic plan, and upgrading the organizational systems
which aim to enhance the organization’s existing position, support professional
development and upgrading the organization’s system. This is confirmed by
correlation test in Table 5.4 which revealed that change strategies have less
correlation with organizational effectiveness.
Based on the above, the study findings support H1 which stated that there is a
significant relationship at (α ≤ 0.05) between capacity building and organizational
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effectiveness of OPDs operating in the Gaza Strip. The researcher attributed this
relationship to capacity building activities which considered an important
infrastructure that supports and shapes organizations to do better. It also enables
organizations and their leaders to develop competencies and skills that can make
them more effective and sustainable.
This main hypothesis divided into four sub-hypotheses:
Table 5.4 illustrates the correlation coefficients for sub four hypothesis as
follows:
Table 5:4 The Correlation Coefficient between CB Factors & OE

Hypothesis
There is a statistically significant correlation at level α
≤ 0.05 between Desired Outcomes and Organizational
Effectiveness
There is a statistically significant correlation at level α
≤ 0.05 between Change Strategies and Organizational
Effectiveness
There is a statistically significant correlation at level α
≤ 0.05 between champions and Organizational
Effectiveness.
There is a statistically significant correlation at level α
≤ 0.05 between Resources and Organizational
Effectiveness.

Pearson
Coefficient

(Sig.)
Value

0.608*

0.000

0.578*

0.000

0.631*

0.000

0.639*

0.000

Table 5.4 shows that correlation coefficient between capacity building
factors organizational effectiveness is higher than 0.5*, and the probability
value (sig.) equals 0.00 which is less than the significance level α ≤ 0.05. This
indicates a high correlation between all capacity building factors and
organizational effectiveness.
These results indicate that the more clarity of desired outcomes, adapting the
change strategies with resources and champions, the more organizational
effectiveness. Hence, all four sub hypotheses were supported.
Second Main Hypothesis
There is a significant relationship at α ≤ 0.05 between capacity building and
organizational learning in OPDs operating in Gaza Strip.
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To determine the correlation and the effect level of the independent variable
factors (Desired Outcomes, Change Strategies, Champions, and Resources) on
organizational learning, multiple regression tests with the Stepwise method is
used. According to Table 5.5. The following results have been summarized.
 Organizational learning affected substantially by change Strategies and
champions with exclusion to the desired outcomes and resources.
 The correlation coefficient is equal to 0.695, and the probability value
(Sig.) equals 0.00 which is less than the significance level α ≤ 0.05. This
indicates a high correlation between capacity building and organizational
learning. The results also showed that the coefficient of determination is
equal to 0.483, which means that that 48.3% of the change in
organizational learning is due to the effects of the following independent
variable factors change strategies and champions and the remaining
51.7% is due to other factors.
Table 5:5 Second Hypothesis Regression Coefficients

Regression Statistics
Multiple R
0.695
R Square
0.483
F
41.99
df
Regression
2
Residual
90
Sig
0.000
Coefficients
Intercept
1.351
Change
0.320
Strategies
Champions
0.315

t Stat
4.741

P-value
0.000

4.277

0.000

3.588

0.001

The Effect Equation:
Organizational Learning= 1.351 + 0.320 * (Change Strategies) + 0.315 * (Champions)
According to the above equation, if champions is held constant, increasing
change strategies by one unit leads to an increase in organizational learning by
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0.320. Also, if change strategies held constant, increasing champions by one
unit leads to an increase in organizational learning by 0.315.
Based on the above mentioned, the study finding support H2 which state that
there is a significant relationship at (α ≤ 0.05) between capacity building and
organizational learning of OPDs organizations operating in Gaza Strip. This is
consistent with (Broxton, 2012) (Jones, 2001) which revealed a good relationship
between capacity building and organizational learning. Such results differ from
earlier finding of (Andjelkovic and Boolaky, 2015) who stated that the
relationship between organizational learning and capacity building in nonprofit
organization is vague.
However, the results showed that two capacity building factors affect
organizational learning namely; change strategies and champions. The researcher
attributed the exclusion of the desired outcomes and resources due to the fact that
these two elements represent a requirement for effective organizational learning
process.
The researcher attributed this relationship to the crucial role which capacity
building interventions play by targeting the individual level learning in order to
generate collective learning, ultimately results and organizational learning.
Third Main Hypothesis
There is a significant relationship at α ≤ 0.05 between organizational
learning and organizational effectiveness in OPDs operating in Gaza Strip.
To determine the correlation and the effect level of organizational learning on
organizational effectiveness, a linear regression test with the Stepwise method
used. According to Table 5.6 the following results have summarized:
 Organizational effectiveness, which represents the dependent variable is
affected substantially by organizational learning.
 The correlation coefficient is equal to 0.642, and the probability value
(Sig.) equals 0.00 which is less than the significance level α ≤ 0.05. This
indicates a high correlation between organizational learning and
organizational effectiveness. The results also showed that the coefficient
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of determination is equal to 0.412, which means that that 41.2% of the
change in Organizational effectiveness is due to the effects of
organizational learning and the remaining 58.8% is due to other factors.
Table 5:6 Third Hypothesis Regression Coefficient

Regression Statistics
Multiple R
0.642*
R Square
0.412
F
63.73
df
Regression
1
Residual
91
Sig
0.000
Coefficients
Intercept
1.228
Organizational
0.662
learning

t Stat
3.778

P-value
0.000

7.985

0.000

The Effect Equation:
Organizational effectiveness =1.228 + 0.662 * (Organizational Learning)
According to the above equation, increasing organizational learning by one
unit leads to an increase in organizational effectiveness by 0. 662. Such result
is accordance with (Kiani and Gillani, 2014) (Tseng, 2010) (Yang, 2007) which
revealed that organizational learning explained 83%, 65% and 73.1 %
respectively in the prediction of organizational effectiveness. Such results differ
from (Khonda, 2015) which revealed that organizational learning has no
significant effect on organizational effectiveness.
Based on the above mentioned, the study finding support H3 which state that
there is a significant relationship at (α ≤ 0.05) between organizational learning
and organizational effectiveness of OPDs organizations operating in Gaza Strip.
The researcher attributed this relationship to organizational learning which
prescribed as a medicine to all organizational problems and considered as a
strategic tool for gaining competitive advantage and stabilizing organizational
success. It may also attributed to organizational learning properties which
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prevent repeating mistakes and help increase employees productivity.
This is consistent with (Khonda, 2015) (Kiani and Gillani, 2014) (Broxton,
2012) (Tseng, 2010) (Yang, 2007) which revealed a relationship between
organizational learning and organizational effectiveness.
Fourth Main Hypothesis
There is a significant relationship at α ≤ 0.05 between the relationship of
capacity

building

and

organizational

effectiveness

concerning

organizational learning as a mediator variable in OPDs operating in Gaza
Strip.
To test this hypothesis, Path Analysis used by Amos Ver.23 supported by SPSS
program to verify the role of organizational learning as a mediator variable on
the relationship between capacity building and organizational effectiveness.
Table (5.7) shows that the value of (Chi²) is (5.471), and the value of Goodness
of Fit Index (GFI) is one (1) which equal the wholly appropriate value. At the
same context, the Comparative Fit Index (CFI) equal 0.984 which close to 1.
Also, the average Root Mean Square Error of Approximation (RMSEA) is 0.00.
The previous model fit indexes support the correctness of the proposed model.
Mediation hypotheses in the study were tested by applying regression
analysis by the method of Baron and Kenny (1986) which extensively used in
organizational psychology research (Kuvaas, 2009). According to this method,
three conditions must meet if mediation is present. Firstly, the independent
variable (capacity building) must be significantly related to the mediators
(organizational learning). Secondly, the direct relationships between the
independent variable capacity building) and the dependent variable
(organizational effectiveness) need to be significant. If the relationships in step
1 and 2 are significant, the mediators (organizational learning) entered in the
regression model in the third step. After the mediator entered, the relationship
between the independent and the dependent variables is expected to disappear
(full mediation) or diminish (partial mediation).
It’s clear from Table 5.7 that the model goodness of fit indices are excellent
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which mean that the proposed model is a fit to the data. The following table
summarized the direct and the indirect effect of the mediator variable
(Organizational Learning) on the relationship between the independent variable
(Capacity Building) and the dependent variable (Organizational Effectiveness):
Table 5:7 Summary of Path analysis

Summary of Fit
2

Chi
df
TLI
CFI
RMSEA
Sig
Direct Path

5.471
8
1.008
.984
0.000
0.706
Coefficients

P-value

CB

OL

0.71

0.000

OL

OE

0.29

0.003

CB

OE

0.49

0.000

0.21

0.000

Indirect Path

It clear from Table 5.7 that indirect effect of capacity building on organizational
effectiveness using organizational learning as mediating variable is reduced from
0.708 to 0.490 which still remains significant (p < 0.05), thus suggests that
organizational learning partially mediates the relationship of capacity building and
organizational effectiveness.
The researcher attribute this finding due to inefficient efforts of OPDs to
create, acquire and integrate knowledge and skills accumulated from capacity
building to enhance organizational effectiveness.
Fifth main hypothesis
There are statically differences in respondents’ answers concerning capacity
building in OPDs operating in Gaza Strip according to the demographic factors
(Governorate, Gender, Age, Educational Qualification, Job title, Years of
Experience).
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The one way ANOVA test and independent T-Test used to check the differences
regarding the above hypothesis. Table 5.8 showed the results of the tests:
Table 5:8 One Way ANOVA, T-Test for H5

Demographic Factor
Governorate
North Gaza
Gaza
Middle
Khan Younis
Rafah
Age
22 – 28 Years
28 – 34 Years
34 – 40 Years
40 – 46 Years
46 – 52 Years
Above 52 Years
Educational Qualification
Diploma
BA / BSc
Master
Gender
Male
Female
Job Title
Executive Director
Project Officer
Program Officer
Coordinator
Years of Experience
Less than 5 Years
5 to 10 Years
10 to 15 Years
More than 15 Years

Mean

Test
Value

Sig

Result

3.46
3.64
3.37
3.82
3.45

2.414

.055

No
Differences

.452

.811

No
Differences

3.36
3.54
3.69

1.065

.349

No
Differences

3.61
3.47

1.34

.18

No
Differences

3.65
3.6
3.26
3.56

1.760

.161

No
Differences

3.61
3.38
3.57
3.78

2.568

0.059

No
Differences

3.53
3.48
3.59
3.78
3.14
3.53

According to the results in Table 5.8 there are no significant differences between
the participants’ views regarding capacity building in terms of the demographic
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factors. This is relevant as the capacity building is a continuous process that is
being undertaken throughout the organization’s life cycle at different locations.
As such, staff at different geographical locations representing all offices and
locations for all categories of staff benefit from the capacity building initiatives.
There is only one exception when capacity-building programmes target specific
group of staff (i.e. specialized technical training for HR and finance staff). Even
when capacity building target specific groups of staff or organizational unit, it
will positively affect the other units at the organization. This means that capacity
building has a specific goal; it is about the organization’s ability to deliver its
mission effectively.
That is to say all the participants realize the concept, importance and the role
of capacity building within the organization regardless of the demographic
factors. This is consistent with (Halollo, 2016) which revealed that there are no
significant differences due to governorate, age, educational qualification,
gender and years of experience. However, differs are due to functional rank/job
title.
Sixth main hypothesis
There are statically differences in respondent’s answers concerning
organizational effectiveness in OPDs operating in the Gaza Strip according
to the demographic factors (Governorate, Gender, Age, Educational
Qualification, Job Title, and Years of Experience).
Table 5.9 showed the results of the one way ANOVA test and independent TTest to check the statistical differences regarding organizational effectiveness:
Table 5:9 One Way ANOVA, T-Test for H6

Demographic Factor
Governorate
North Gaza
Gaza
Middle
Khan Younis
Rafah

Mean

Test
Value

Sig

Result

3.28
3.36
3.17
3.47
3.26

.970

.428

No
Differences
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Demographic Factor

Mean

Age
22 – 28 Years
28 – 34 Years
34 – 40 Years
40 – 46 Years
46 – 52 Years
Above 52 Years

3.35
3.27
3.21
3.53
2.98
3.48
Educational Qualification
Diploma
3.21
BA / BSc
3.31
Master
3.32
Gender
Male
3.38
Female
3.22
Job Title
Executive Director
3.38
Project Officer
3.42
Program Officer
3.02
Coordinator
3.28
Years of Experience
Less than 5 Years
3.31
5 to 10 Years
3.24
10 to 15 Years
3.30
More than 15 Years
3.16

Test
Value

Sig

Result

1.421

0.225

No
Differences

.153

.859

No
Differences

1.56

0.12

No
Differences

2.397

0.073

No
Differences

.730

.537

No
Differences

According to the results in Table 5.9, there are no significant differences between
the participant’s views regarding organizational effectiveness in terms of
demographic factors. Such result differs from (Owda, 2013) which revealed that
there is a significant differences regarding the job title and (Khonda, 2015) which
stated that there is a significant differences regarding gender, age, functional rank
/ job title, years of experience.
This may be attributed to the fact that as staff at all organizational levels who
working in different area of expertise believe in the mission of their
organizations and the value of the services being delivered to target groups.
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Seventh main hypothesis
There are statically differences in respondent’s answers concerning
organizational learning in OPDs operating in Gaza Strip according to the
demographic

factors

(Governorate,

Gender,

Age,

Educational

Qualification, Job Title, and Years of Experience).
Table 5.10 showed the results of the one way ANOVA test and independent TTest to check the statistical differences regarding organizational learning:
Table 5:10 One Way ANOVA, T-Test for H7

Demographic Factor

Mean

Governorate
North Gaza
3.19
Gaza
3.43
Middle
3.24
Khan Younis
3.75
Rafah
3.34
Age
22 – 28 Years
3.42
28 – 34 Years
3.32
34 – 40 Years
3.36
40 – 46 Years
3.44
46 – 52 Years
3.63
Above 52 Years
3.47
Educational Qualification
Diploma
3.39
BA / BSc
3.38
Master
3.44
Gender
Male
3.49
Female
3.28
Job Title
Executive Director
3.42
Project Officer
3.39
Program Officer
3.11
Coordinator
3.49

Test
Value

Sig

Result

3.734

.007

Differences in
favor of
Khan-Younis

1.387

0.237

No
Differences

0.081

0.922

No
Differences

2.13

0.04

Differences in
favor of Male

2.174

0.097

No
Differences
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Demographic Factor

Mean

Test
Value

Sig

Result

Years of Experience
Less than 5 Years
5 to 10 Years
10 to 15 Years
More than 15 Years

3.52
3.26
3.42
3.45

1.657

.182

No
Differences

According to the results in Table 5.10, there are no significant differences
between the participant’s views regarding organizational learning in terms of
age, educational qualification, job title and years of experience.
Regarding the educational qualification, there is no significant difference
between the participant’s views. This is consistent with (Al shanti, 2016)
(Alhawajra, 2010). Moreover, there is no significant difference between the
participant’s views in terms of the age group. This is not in accordance with
(Mohammed, 2014) (Alhawajra, 2010) which revealed that there is a significant
differences regarding the age group.
For years of experience, there is no significant difference between the
participant’s views. This is consistent with (Al shanti, 2016) (Abu Hashish and
Murtaja, 2011). The result is not consistent with (Alhawajra, 2010). This is
because the commitment to organizational values doesn’t differ neither because
of the educational degree, nor because of the age category of the staff.
Moreover, the same explanation apply with regard to the years of experience as
it increase with age.
Finally; for the job title; Table 5.10 showed that there is no significant
difference between the participant’s views. This is consistent with (Abu Hashish
and Murtaja, 2011). On the other hand this is not consistent with (Alkharshoum
& Durrah, 2011) revealed that there is a significant differences regarding the job
title.
However, the study revealed that there is a significant difference between the
participant’s views regarding organizational learning in terms of governorate.
Also, the finding showed that there is a significant difference between the
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participant’s views in terms of gender. The study results is consistent with (AL
shanti, 2016) (Alhawajra, 2010) which revealed that there is a significant
differences regarding the gender in favor of male and with (Abu Hashish and
Murtaja, 2011) which revealed that the differences are in favor of female. Such
result is inconsistent with (Mohammed, 2014) (Alrojob, 2008) which revealed
that there is no significant differences regarding gender. Finally, Table 5.11
summarizes the overall analysis of the study hypothesis:
Table 5:11 Overall Analysis of the Study Hypotheses

#
H1

H1.1

H1.2

H1.3

H1.4

H2

H3

H4

Hypothesis
There is a significant relationship at α ≤ .05
between capacity building and organizational
effectiveness in OPDs operating in Gaza Strip.
There is a significant relationship at α ≤ .05
between Desired Outcomes and organizational
effectiveness.
There is a significant relationship at α ≤ .05
between Change Strategies and organizational
effectiveness
There is a significant relationship at α ≤ .05
between
champions
and
organizational
effectiveness.
There is a significant relationship at α ≤ .05
between
Resources
and
organizational
effectiveness.
There is a significant relationship at α ≤ .05
between capacity building and organizational
Learning in OPDs operating in the Gaza Strip.
There is a significant relationship at α ≤ .05
between
organizational
learning
and
organizational effectiveness in OPDs operating in
Gaza Strip.
There is a significant relationship at α ≤ .05 between
capacity building and organizational effectiveness
concerning organizational learning as a mediator
variable in OPDs operating in Gaza Strip.
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Results
Supported

Supported

Supported

Supported

Supported

Supported

Supported

Supported
Partial
Mediation

#
H5

H6

H7

Hypothesis
There are astatically differences in the answers of
the respondents concerning capacity building in
OPDs operating in Gaza Strip according to the
demographic factors.

Results
Not
Supported

Not
There are astatically differences in the answers of Supported
the respondents concerning organizational Except for
effectiveness in OPDs operating in Gaza Strip Governorate
according to the demographic factors.
&
Gender
There are astatically differences in the answers of
Not
the respondents concerning organizational learning
Supported
in OPDs operating in Gaza Strip according to the
demographic factors.
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Chapter 6: Conclusion and Recommendations
Overview
In this chapter, the research objectives and questions will be revisited to
determine whether these objectives and questions realized. In addition to
providing a number of recommendation attached to an action plan to deal with
the weaknesses. Also, this chapter will propose further studies regarding the
study subject.
6.1 Conclusion
The purpose of this study is to investigate the mediation role of organizational
learning on the relationship between capacity building and organizational
effectiveness of OPDs operating in Gaza Strip. In this study, results of the
analysis supported the hypothesis of the study; we found that there is a partial
mediation for organizational learning on the relationship between capacity
building and organizational effectiveness.
The Study Findings for the Independent Variable (Capacity Building):
The study revealed that the overall level of capacity building in the studied
OPDs operating in Gaza Strip is high by 70.93% and its sub factors ranked as
follows:
-

Desired Outcomes by 73.98%.

-

Change Strategies by 70.34%.

-

Resources by 69.73%.

-

Champions by 69.66%.

As aforementioned, it’s clear that OPDs are using capacity building activities
well, which in turn demonstrate their efforts to reach the best level of capacities
in order to achieve the organizational effectiveness. Desired outcomes ranked
first among capacity building factors with a relative weight of 73.98%, which
indicate that the studied organizations seek to improve their capacities.
However, champions ranked lastly with a relative weight of 69.66%, which
means that organizations didn’t use a web-based resources and technical
assistance courses/guides in a good manner.
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The results also showed that there are no statistical differences in the answers
of the respondents concerning capacity building in total according to the
demographic factors. This mean that all the participants realize the importance
of capacity building activities and its role within the organization.
Finally, the results showed that there is a difference in the respondents
answers concerning desired outcomes according to the job title in favor of
executive directors. This indicates the desire of executive directors of these
organizations to reach the best outcomes through building internal and external
relationships and the full development of their capacities.
The Study Findings for the Dependent Variable (Organizational
Effectiveness):
The study revealed that the level of organizational effectiveness in the studied
OPDs operating in Gaza Strip is medium by 66.09%. This means that the
studied organizations don’t perform effectively and need to be more active with
stakeholders, building good external relationships, and reserve fund for
emergency.
The study showed that there are no statistical differences in the answers of
the respondents concerning organizational effectiveness according to the
demographic factors (Area, Gender, Age, Educational Qualification, Job Title,
and Years of Experience). This means that the study participants have the same
opinions regarding the organizational effectiveness regardless of demographic
factors.
The Study Findings for the Mediator Variable (Organizational Learning):
The study revealed that the level of organizational learning in the studied OPDs
operating in the Gaza Strip is medium by 67.84%. This reflects the weakness
of the learning culture within these organizations.
Additionally, the study showed that there are statistical differences in the
answers of the respondents concerning organizational learning according to the
demographic factors namely; the area in favor of Khan Younis and gender in
favor of males.
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The Study Findings for the Demographic Factors:
The study showed insignificant differences between the two genders, which is
an indication of gender equality. The study also revealed that the majority of
key informant within the studied organization are from the age group 20 – 34
years. Also, the study disclosed that most of participant have a bachelor degree.
In addition, the plurality of participants are project coordinators. Finally, the
study revealed that the average year of respondents’’ experience is 11.5 years,
indicating high experience in the field of NGO’s.
The Study Findings for the Relationship between the Variables:
The study provides support for the capacity building being a positive variable
of organizational effectiveness. Moreover, only 50% of the variance in
organizational effectiveness explained by the independent variable. Thus there
might be other variables affecting organizational effectiveness.
The results showed a direct positive relationship between capacity building and
organizational learning. This result ensures that capacity building is vital for a
learning organization.
The study revealed a positive direct relationship between organizational
learning and organizational effectiveness. Moreover, only 41% of the variance
in organizational effectiveness explained by organizational learning. Thus, it
concluded that capacity building has more influencing on organizational
effectiveness than organizational learning. The following table summarize the
study finding regarding the study objectives:
Table 6:1 The Study Findings Regarding the Study Objectives

Means of
Verification

Achievement

Measure the level of the capacity
1 building in OPDs operating in the
Gaza Strip.

The Empirical
Study, Chapter 5,
Table Number 5.2

Done

Determine the extent to which
2 OPDs adapt organizational
learning.

The Empirical
Study, Chapter 5,
Table Number 5.2

Done

#

Objectives
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#
3

4

5

6

7

8

Objectives
Measure the level of organizational
effectiveness in OPDs operating in
the Gaza Strip.
Test the relationship between
capacity building and
organizational effectiveness in
OPDs operating in the Gaza Strip.
Examine the relationship between
capacity building and
organizational learning in OPDs
operating in the Gaza Strip.
Examine the relationship between
organizational learning and
organizational effectiveness in
OPDs operating in the Gaza Strip.
Examine the relationship between
capacity building and
organizational effectiveness in
OPDs operating in the Gaza Strip
concerning organizational learning
as a mediator variable.
Provide recommendations to
decision makers in OPDs operating
in the Gaza Strip in the light of the
study results.

Means of
Achievement
Verification
The Empirical
Study, Chapter 5,
Done
Table Number 5.2
The Empirical
Study, Chapter 5,
Done
H1, Table Number
5.3
The Empirical
Study, Chapter 5,
Done
H2, Table Number
5.5
The Empirical
Study, Chapter 5,
Done
H3, Table Number
5.6
The Empirical
Study, Chapter 5,
H4, Table Number
5.7

Done

Recommendation,
Chapter 6

Done

6.2 Study Recommendations
The NGOs sector is vast for research, however, studying the indirect role of
organizational learning on the relationship between capacity building and
organizational effectiveness is very important as the NGOs are a primary service
providers for different groups of beneficiaries in Palestine in general and in
Gaza Strip in particular especially in view of the prevailing socio-economic
difficulties. Improving the organizational effectiveness is a challenge faces
NGOs and need many efforts to succeed it. The researcher recommends the
following actions based on the study variables as follows:
Recommendation for Optimizing Capacity Building
1. The OPDs should restructure its internal management systems.
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2. The OPDs should review its overall performance against predetermined
performance criteria.
3. The organizations should conduct organizational capacity assessment
periodically to identify the organization's strengths and weaknesses.
4. The OPDs should allocate more time and resources for capacity building.
5. The OPDs should ensure that continual improvement becomes
established as a part of the organizational culture by reviewing its bylaw
periodically;
Recommendation for Strengthening the Organizational Learning
1. The OPDs should encourage staff learning by organizing courses and
training programs, group development and learning activities, and
reimburse employees when necessary.
2. The OPDs should redesign a reward system to encourage employees
taking initiatives.
3. The OPDs should support employees who take calculated risks to help
organizations expand their activities.
4. The OPDs should encourage research culture among their employees by
using web-based resources (guides/toolkits) to improve its effectiveness.
Recommendation for Improving the Organizational Effectiveness
1. The OPDs should rebuild/save a rainy day fund which will prove quite
useful when emergency/disaster strikes.
2. The OPDs should improve their incentives and promotions system.
3. It essential for organizations to build an excellent external relationship
with key stakeholders, beneficiaries, and public media.
4. OPDs should review their work periodically in order to measure gaps
between current and expected performance.
The following table represent a plan to implement the study recommendations:
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Table 6:2 Action Plan for the Recommendation

Pillar

Capacity
Building

Rec #

Timeframe

1

Restructure internal
management systems

6 month

2

Performance Review

3 month

3
4
5

1
Organization
al Learning

Action/Activity

2

3

Organizational Capacity
Assessment
Time and Resource
Allocation for Capacity
Building

3 month

Survey and workshops

Continuous
Activity

Fundraising Activities

Organizational
Improvement/Developm
ent

Continuous
Activity

Encouraging Staff
Learning

Continuous
Activity

Reward System
Redesign
Initiative Staff Support

Activity Type
Conducting assessments
through meeting and
workshops
Monitoring and
Evaluation

6 month
Continuous
Activity
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Continuous
development/
reengineering of
business process
Training Courses /
Programs
Focus Group and
Workshops and
Meetings
Motivations and
Incentives

Responsibility
All Managerial
Levels
Top and Middle
Management
Top & Middle
Management
Top & Middle
Management
Top & Middle
Management

All Managerial
Levels
All Managerial
Levels
Top & Middle
Management

Pillar

Rec #
4
1
2

Organization
al
Effectiveness

3

4

Action/Activity
Enhancing Research
Culture
Secure a reserve fund
Improvement of
incentive and promotion
systems
Building excellent
relationships with
stakeholders
Performance
Enhancement

Timeframe
Continuous
Activity
Continuous
Activity

Periodic Reviews and
Assessments

Responsibility
All Managerial
Levels
Top & Middle
Management
Top & Middle
Management

Continuous
Activity

Meetings, Thank you
Letters

Top & Middle
Management

Continuous
Activity

Periodic Reviews, M&E

Top & Middle
Management

Continuous
Activity
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Activity Type
Research Workshops
Fundraising Activities

6.3 Further Studies
The study recommends the following researches:
1. This study employed organizational learning as a whole variable to test its
role on the relationship between capacity building and organizational
effectiveness. While the test of these hypotheses give a general view.
Future studies would investigate the sub independent factors of
organizational learning to determine which factor has more effect on the
relationship between capacity building and organizational effectiveness.
2. This study utilized as an investigation into the role of organizational
learning on the relationship between capacity building and organizational
effectiveness. While this offers a literature-driven explanation, it does not
offer qualitative support. Future qualitative research with the NGO’s key
informants would add to the discussion of this phenomenon.
3. This study investigates the capacity building process for OPDs operating
in Gaza strip without specifying these organizations capacities; future
studies would address the institutional capacity assessment for NGOs in
general and OPDs in particular and its relationship with organizational
effectiveness.
4. The finding rely on respondents’ cross sectional data, rather than
longitudinal data. This may not reflect changing situation and the series of
the relationship phenomena between capacity building and organizational
effectiveness concerning the role of organizational learning as a mediator
variable over time. Further studies may depend on longitudinal data to
affect predisposition of any events happened in the past or by the mental
position of the respondent at the period of filling the questionnaire.
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#

Name

Work

1

Dr. Mohammed Fares

Al-Azhar University - Gaza

2

Dr. Wafiq Alagha

Al-Azhar University - Gaza

3

Dr. Momen Alhanjori

Al-Azhar University - Gaza

4

Dr. Sami Abu Alross

Islamic University - Gaza

5

Dr. Akram Samoor

Islamic University - Gaza

6

Dr. Roshdy Wadi

Islamic University - Gaza

7

Dr. Wasim Alhabeel

Islamic University - Gaza

8

Dr. Khalil Madi

Management and Politics Academy
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B. Questionnaire cover letter
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C. Questionnaire in English
Al-Azhar University – Gaza
Deanship of Graduate Studies
Faculty of Economic and Administrative Science
Business Administration Department
Study Survey
Dear Sir/Madam,
The researcher conducts a study titled "organizational learning as a mediator
variable on the relationship between capacity building and organizational
effectiveness: (Empirical study on associations of People with disabilities
working in the Gaza Strip), to complete the requirements of a master's degree
in business administration from Al-Azhar University-Gaza.
Given your familiarity with the situation at your organization and you
are the best source of the required information. We are sending you to fill this
questionnaire, we hope that we will find the absolute cooperation by you. Please
read the attached paragraphs and choose the answer that reflects the actual
reality in your organization. All information will be treated in strict confidence
and will only be used for scientific research purposes.
Please read each item carefully and circle the appropriate number that indicates
how much you agree or disagree with each of the sections below using the
following scale:
Strongly
disagree
1

disagree

Neutral

Agree

2

3

4

Strongly
Agree
5

Study conducted by/
Hani I. Alaskari
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Section 1: Demographic Information
1. Governorate:
North

(

)

Gaza

(

)

Khan Younis

(

)

Rafah

(

)

(

)

Female (

)

Middle

(

)

2. Gender:
Male

3. Age:
22 to less than 28 ( )

28 - less than 34 ( )

34 - less than 40

( )

40 to less than 46 ( )

46 - less than 52 ( )

More than 52

( )

4. Educational Qualification
Diploma

(

)

Bachelor

Master

(

) PHD

(

)

(

)

5. Job Title
Executive Director

(

) Program Officer

(

)

Project Officer

(

)

(

)

< 5 years

(

) 5 - less than 10 years (

)

10 - less than 15

(

)

)

Project Coordinator

6. Years of Experience

> 15 years
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(

Section two: Capacity Building: “Capacity building is an approach aims at
developing, empowering, and enhancing organizations and employees’
capabilities

to

improve

organizational

performance

toward

meeting

stakeholders’ needs and desires.”
Factor

1

2

#

Strongly disagree Strongly agree

Item

Desired Outcome
The organization seeks to improve its
external
relationships
through
1
collaboration, mergers, strategic planning,
fund-raising, media relations;
The organization seeks to improve its
internal
structure
through
reorganization, team building, adding
2
staff, enhancing diversity, creating a
rainy day fund or reserve, creating a
fund for new ideas;
The organization seeks to improve its
leadership through board development,
leadership development, succession
3
planning, a change in leadership,
higher delegation of responsibility for
routine decisions;
The organization seeks to improve its
internal management systems through
new information technology, budget
and accounting systems, changes in
4
personnel system, staff training;
evaluation,
organizational
assessment, and outcomes/results
measurement;
Change Strategies
Capacity building help to study the
of
enhancing
the
1 feasibility
organization’s existing position;
2 The organization support professional
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1

2

3

4

5

3

4

development,
including
a
combination of staff training and
mentoring;
3 The organization undertake bylaw revisions;
Capacity building support board and
staff in conducting an organizational
4
assessment and developing the initial
elements of a strategic plan;
Capacity building supports the
upgrade
of
an
5 continuing
organization’s system.
Champions
The organization hired consultants and
1
technical assistant for the projects
The organization use web-based
2
resources to improve its effectiveness
The organization review books,
3 manuals, or other written materials to
improve its performance
The organization provide training
4
through conferences or workshops
Employees accept advices from
5
professional colleagues
Resources
The organization allocate time and
1
resources for capacity building
The organization provides adequate
2
support for capacity building.
Available fund affect the nature of
3
capacity building
The depth and the duration of the
4 capacity building affected by
available resources

Section Three: Organizational Learning: “ is an organization’s continuous
effort to create, acquire and integrate knowledge into daily organizational
activities to maintain organizational competitiveness and performance”.
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Strongly disagree Strongly agree

Factor

#

Items
1

1
2
3
4
5
6
7

8

9

10
11
12
13
14
15
16
17

In my organization, people help each
other learn
In my organization, people are given
time to support learning.
In my organization, people rewarded
for learning.
In my organization, people give open
and honest feedback to each other
In my organization, whenever people
state their view, they also ask what
others think.
In my organization, people spend time
building trust with each other.
In my organization, teams/groups
have the freedom to adapt their goals
as needed.
In my organization, teams/groups
revise their thinking as a result of
group discussions or information
collected.
In my organization, teams/groups are
confident that the organization will
act as their recommendations.
My organization creates systems to
measure gaps between current and
expected performance.
My organization makes its lessons
learned available to all employees.
My organization measures the results
of the time and resources spent on
training.
My organization recognizes people
for taking initiatives.
My organization gives people control
over the resources they need to
accomplish their work.
My organization supports employees
who take calculated risks.
My organization encourages people
to think from a global perspective.
My organization works together with
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2

3

4

5

18
19
20

21

the outside community to meet
mutual needs.
My organization encourages people
to get answers from across the
organization when solving problems.
In my organization, leaders mentor
and coach those they lead.
In my organization, leaders
continually look for opportunities to
learn.
In my organization, leaders ensure
that the organization’s actions are
consistent with its values.

Section Four: Organizational Effectiveness: “Organizational effectiveness is an
organization's ability to achieve long-term and short-term objectives toward a
sustainable value”.
Strongly disagree Strongly agree

Factor

#

Items
1

1
2
3
4
5
6

6
7
8
9
10
11

In my organization, employees are honest
with themselves on their strengths and
weaknesses
Strategic plan is understandable
Beneficiaries know what the
organization striving to do
Beneficiaries care about the
organization's advertisements and
publications
The Organization analyze the need for
beneficiaries
The Organization asks beneficiaries for
feedback
The Organization services /product suit
beneficiaries’ needs.
The staff understand and appreciate the
importance of beneficiaries’ service.
The organization evaluates each
program against various metrics
including mission.
There are specific targets or goals for
each program.
Evaluation of the organization's work
contributes to the satisfaction of
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2

3

4

5

12
13
14
15
16
17
18
19

20

beneficiaries and good financial results.
The organization is aware of new
interests of stakeholders.
The organization criticized by funders or
stakeholders for veering away from its
mission.
There is a reserve of funds for a rainy
day.
The organization has a meaningful
relationship with stakeholders.
Staff gets an increase in their pay yearly.
The Board Chair and the Executive
Director meeting with key stakeholders
at least once a year.
The organization sends thank-you letters
for every donation.
The organization realizes restrictions that
are currently on the donated dollars in
banks.
The organization sends out a written
communication to stakeholders at least
once a year.
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D. Questionnaire in Arabic

جـــــــــــــــــــــــــــــامعة األزهــــــــــــــــــــــــر-غزة
عمــــــــادة الدراســـــــــــــــــات العليـــــــــــــــــــا
كلية االقتصــــــــــــاد والعلــــــــــــوم اإلدارية
قســـــــــــــــــــــــــــــم إدارة األعمـــــــــــــــــــــــــــال

استبانة الدراسة
األخوة الكرام  ...السالم عليكم ورحمة هللا وبركاته ...
يقوم الباحث بإجراء دراسة بعنوان " التعلم التنظيمي كمتغير وسيط في العالقة بين بناء القدرات والفعالية

التنظيمية – دراسة تطبيقية على جمعيات ذوي اإلعاقة العاملة في قطاع غزة " ،وذلك استكماالً لمتطلبات
الحصول على درجة الماجستير في إدارة األعمال من جامعة األزهر -غزة.

وإليماننا العميق بأنكم األكثر معرفة بالوضع القائم في مؤسساتكم ،وأنكم خير مصدر للوصول إلى

المعلومات المطلوبة ،توجهنا إليكم لتعبئة هذه االستبانة وكلنا أمل أن نجد التعاون المطلق من قبلكم.
يرجى قراءة فقرات االستبانة المرفقة واختيار اإلجابة التي تعكس الواقع الفعلي .علماً بأن المعلومات التي

ستعبأ من قبلكم ستعامل بسرية تامة ،ولن تستخدم إال ألغراض البحث العلمي.

وتفضلوا بقبول ف ائق االحترام،
الباحث/هاني عزات العسكري
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أوالا :البيانات الشخصية:
يرجى وضع اشا ةر ( )Xبين القوسين مقابل ما يناسبك من البيانات التالية:
 .1المحافظة:
الشمال

(

)

غزة

(

)

خانيونس

(

)

رفح

(

)

الوسطى

)

(

 .2النوع االجتماعي:
ذكر

(

)

(

أنثى

)

 .3العمر:
من  – 22اقل من  28سنة ( ) من  – 28اقل من  34سنة ( )

من  – 34اقل من  40سنة ( )

من  – 40اقل من  46سنة ( ) من  – 46اقل من  52سنة ( )

( )

 52سنة فأكثر

 .4المؤهل العلمي:
دبلوم

(

) بكالوريوس

(

)

ماجستير

(

دكتوراه

(

)

)

 .5المسمى الوظيفي:
عضو مجلس إدارة

(

)

مدير تنفيذي

(

)

مدير برامج

(

)

مدير مشروع

(

)

منسق مشروع

(

)

عضو مجلس إدارة (

)

 .6سنوات الخبرة:
(

)

أقل من  5سنوات

 10سنوات حتى أقل من  15سنة (

)

من  5حتى أقل من  10سنوات
 15سنة فأكثر

145

(

)

(

)

ثاني ا :بناء القدرات:

والمقصود ببناء القدرات " طريقة أو عملية تطوير وتمكين وتعزيز قدرات المنظمات والعاملين بهدف

تحسين أداء وفعالية المؤسسة من أجل تحقيق حاجات ورغبات أصحاب المصلحة".
المجال

رقم

فقرات قياس محور بناء القدرات:

الفقرة
النتائج المرجوة
.1

تسعى المنظمة لتحسين عالقاتها الخارجية من خالل

التعاون والتخطيط االستراتيجي وجلب التمويل.

تسعى المنظمة لتحسين بنائها التنظيمي باستمرار من خالل

.2
1

إعادة الهيكلة ،وبناء فرق العمل ،واستقطاب موظفين جدد،
وتعزيز التنوع وتوفير التمويل الالزم للمبادرات الجديدة.

تسعى المنظمة لتطوير قيادتها من خالل تطوير مجلس
.3

اإلدارة ،وادارة التغيير على مستوى القيادة وتفويض
المسؤوليات.
تسعى المنظمة لتحسين نظم ادارتها الداخلية من خالل

.4

تكنولوجيا معلومات جديدة ،نظم محاسبية ،تدريب العاملين،
التقييم التنظيمي وقياس النتائج.

تغيير االستراتيجيات
.1
.2
2

.3
.4
.5

يساهم بناء القدرات في تقييم الجدوى من تعزيز وضع
المنظمة الحالي.
تقوم المنظمة بدعم بناء قدرات التطوير المهني فيها من

خالل تدريب العاملين وتوجيههم.

يساعد بناء القدرات في اجراء مراجعات للوائح والقوانين
واالجراءات.
يدعم بناء القدرات اإلدارة والعاملين في اجراء التقييمات
التنظيمية وصياغة الخطط االستراتيجية.
يساهم بناء القدرات في التحديث المستمر للنظم القائمة.

المناصرين
3

.1
.2

تقوم المنظمة باالستعانة باستشاريين ومساعدين تقنيين
تنفيذ المشاريع.
تستعين المنظمة بمصادر وتطبيقات الكترونية من خالل
شبكة االنترنت لتحسين فعاليتها.
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غير

موافق
بشدة

غير

موافق

محايد

موافق

موافق
بشدة

.3
.4
.5

تستخدم المنظمة أدلة ومواد مكتوبة لتحسين عمل اإلدارة.
يتم تدريب العاملين من خالل المشاركة في المؤتمرات
وورش العمل.
يتقبل العاملين في المنظمة النصائح من الزمالء المهنيين.

الموارد
.1
4

.2
.3
.4

تخصص المنظمة الموارد والوقت الكافي للتركيز على بناء
القدرات.
توفر المنظمة الدعم الكافي للقيام بجهود بناء القدرات.
يؤثر توفر الميزانيات واالموال في تحديد طبيعة نشاط بناء
القدرات.
تتأثر فترة وكفاءة بناء القدرات بالموارد المتوفرة.

ثالثا :التعلم التنظيمي:

والمقصود بالتعلم التنظيمي " :قدرة المنظمة على اكتساب المعرفة ونشرها واستخدامها من أجل التكيف

مع البيئة الخارجية والداخلية المتغيرة".
المجال

رقم
الفقرة
.1

7

فقرات قياس محور التعلم التنظيمي:
يساعد العاملون في المنظمة بعضهم بعضاً في عملية
التعلم.

.2

توفر المنظمة الوقت الكافي لدعم التعلم.

.3

يكافئ العاملون في المنظمة على التعلم.

.4

يعطي العاملون في المنظمة تغذية راجعة صادقة.

.5
.6
.7
.8

يعطى العاملون في المنظمة الفرصة إلبداء الرأي
وطرح التساؤالت.

يمنح العاملون في المنظمة الوقت الكافي لبناء الثقة
فيما بينهم.
تعطى فرق العمل الحرية لتعديل أهدافها حسب
الحاجة.
تعتبر النقاشات الجماعية وتوفر قواعد البيانات وسائل
لمراجعة عمل الفرق.
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غير

موافق
بشدة

غير

موافق

محايد

موافق

موافق
بشدة

المجال

رقم

الفقرة
.9
.10
.11
.12
.13
.14
.15
.16
.17
.18

فقرات قياس محور التعلم التنظيمي:
يثق العاملون بقيام المنظمة بتبني توصياتهم.

غير

موافق
بشدة

غير

موافق

محايد

موافق

موافق
بشدة

تطور المنظمة أنظمة لقياس الفجوات بين األداء

الحالي والمفترض.

يتم مشاركة الدروس المستفادة بين العاملين في
المنظمة.
تقيس المنظمة نتائج الوقت والموارد المستثمرة في
برامج التدريب.
تكافئ المنظمة العاملين المبادرين.
تعطي المنظمة للعاملين حرية التحكم في الموارد التي

يحتاجونها إلنجاز عملهم.

تدعم المنظمة الموظفين الذين يأخذون المخاطر
المحسوبة.
تشجع المنظمة العاملين على التفكير ضمن المنظور
العالمي.
تعمل المنظمة مع المجتمعات المحيطة من أجل تلبية
االحتياجات المتبادلة.
تمكن المنظمة العاملين من تبادل المعلومات في حل
المشاكل.

.19

يقوم القادة بتوجيه وتدريب مرؤوسيهم.

.20

يبحث القادة باستمرار عن فرص للتعلم.

.21

يتأكد قادة المنظمة أن أعمالها تنسجم مع قيمها.

رابع ا :الفعالية التنظيمية:

والمقصود بالفعالية التنظيمية " :قدرة المنظمات على تحقيق األهداف قصيرة وطويلة األجل بهدف تحقيق قيمة
مستدامة".
المجال

رقم
الفقرة

فقرات قياس محور الفعالية التنظيمية

.1

تتعامل المنظمة مع نقاط ضعفها وقوتها بمصداقية.

.2

تتوافر خطة استراتيجية قابلة للفهم.
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غير

موافق
بشدة

غير

موافق

محايد

موافق

موافق
بشدة

المجال

رقم

الفقرة
.3
.4

يدرك المستفيدين ما تسعى اليه المنظمة.
يهتم المستفيدين بما تقوم به المنظمة من إعالنات

ونشرات.

.5

تقوم المنظمة بتحليل احتياجات المستفيدين.

.6

يطلب من المستفيدين إعطاء التغذية الراجعة.

.7

تتناسب خدمات المنظمة مع احتياجات المستفيدين.

.8

يدرك العاملون أهمية خدمة المستفيدين

.9

يتم تقييم برامج المنظمة مقارنة برسالتها.

.10

يوجد أهداف محددة لكل برنامج.

.11
.12
8

فقرات قياس محور الفعالية التنظيمية

.13
.14
.15

يساعد تقييم عمل المنظمة على تحقيق رضا
المستفيدين ونتائج مالية جيدة.
تتابع المنظمة باستمرار اهتمامات أصحاب المصلحة.
يتم توجيه النقد للمنظمة من ممولين أو أصحاب
المصلحة إذا انحرفت عن رسالتها.

يتوافر لدى المنظمة احتياطي تمويل لألحداث غير
المتوقعة
تتمتع المنظمة بعالقات ايجابية مع أصحاب
المصلحة.

.16

يحصل العاملين على زيادة سنوية في الرواتب.

.17

يلتقي مجلس اإلدارة مع أصحاب المصلحة مرة سنوياً
على األقل.

.18
.19
.20

يتم إرسال خطاب شكر لكل جهة تساهم في تمويل
المنظمة.
تدرك المنظمة القيود المفروضة على التبرعات في
البنوك.
ترسل المنظمة خطابات مكتوبة ألصحاب المصلحة

مرة سنويا" على األقل.
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غير

موافق
بشدة

غير

موافق

محايد

موافق

موافق
بشدة

E. List of Studied Organizations
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F. Factor Analysis Diagrams
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153

Organizational
Effectiveness

154

Organizational
Learning
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G. Average Means and Average Relative Weights for the Construct Paragraphs

#

1-

2-

3-

4-

First: Desired Outcomes
The organization seeks to improve its external
relationships through collaboration, mergers, strategic
planning, fund-raising, media relations;
The organization seeks to improve its internal structure
through reorganization, team building, adding staff,
enhancing diversity, creating a rainy day fund or
reserve, creating a fund for new ideas;
The organization seeks to improve its leadership through
board development, leadership development, succession
planning, a change in leadership, greater delegation of
responsibility for routine decisions;
The organization seeks to improve its internal
management systems through new information
technology, budget, changes in personnel system, staff
training, evaluation, organizational assessment, and
outcomes/results measurement;

Mean

Standard
Deviation

The
Relative
Weight%

Test
Value

Pvalue

Paragraph
Order

4.04

0.34

80.75

18.35

0.00

1

3.66

0.46

73.23

9.81

0.00

2

3.60

0.36

71.94

11.01

0.00

3

3.50

0.42

70.00

8.35

0.00

4

3.70

0.23

73.98

16.72

0.00
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#
12345-

#
12345-

Second: Change Strategies
Capacity building help to study the feasibility of
enhancing the organization’s existing position;
The organization supports professional
development, including a combination of staff
training and mentoring;
The organization undertakes bylaw revisions;
Capacity building supports board and staff in
conducting an organizational assessment and
developing the initial elements of a strategic plan;
Capacity building supports the continuing
upgrade of an organization’s system.

Third: Champions
The organization hired consultants and technical
assistant for the projects
The organization uses a web-based resources to
improve its effectiveness
The organization reviews books, manuals, or other written
materials to improve its performance
The organization provides training through conferences or
workshops
Employees accept advices from professional colleagues

Mean

Standard
Deviation

The
Relative
Weight%

Test
Value

3.56

0.48

71.29

8.20

0.00

3.65

0.42

73.01

10.38

0.00

3.26

0.59

65.27

3.28

0.00

3.56

0.43

71.29

8.98

0.00

3.54

0.60

70.86

6.23

0.00

3.52

0.31

70.34

11.14

0.00
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3.70

0.38

74.09

11.96

0.00

1

3.26

0.51

65.27

4.06

0.00

5

3.40

0.55

68.06

5.27

0.00

4

3.47

0.47

69.35

7.08

0.00

3

3.58
3.48

0.36
0.22

71.51
69.66

10.63
13.26

0.00
0.00
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Fourth: Resources
The organization allocates time and resources for
capacity building
The organization provides adequate support for
capacity building.
Available fund affects the nature of capacity building
The depth and the duration of capacity building
affected by available resources

Mean

Standard
Deviation

Relative
Weight%

Test
Value

Pvalue

Paragraph
Order

3.16

0.66

63.12

1.58

0.061

4

3.70

0.42

74.09

11.23

0.00

1

3.61

0.43

72.15

9.65

0.00

2

3.48

0.55

69.57

6.14

0.00

3

3.49

0.34

69.73

9.94

0.00

Test
Value

Pvalue

Paragraph
Order

18.27

0.00
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Mediator Variable: Organizational Learning

Mean

Standard
Deviation

1.

In my organization, people help each other learn.
In my organization, people are given time to support
learning.
In my organization, people are rewarded for learning.
In my organization, people give open and honest
feedback to each other.
In my organization, whenever people state their view,
they also ask what others think.
In my organization, people spend time building trust with
each other.
In my organization, teams/groups have the freedom to
adapt their goals as needed.

3.69

0.19

The
Relative
Weight%
73.87

3.49

0.38

69.78

8.96

0.00

10

3.16

0.58

63.12

2.20

0.055

19

3.50

0.34

70.00

10.01

0.00

6

3.53

0.35

70.65

10.31

0.00

3

3.50

0.36

70.00

9.63

0.00

7

3.32

0.47

66.34

5.30

0.00

15

2.
3.
4.
5.
6.
7.
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Mediator Variable: Organizational Learning

8.

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

9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.

In my organization, teams/groups are confident that the
organization will act as their recommendations.
My organization creates systems to measure gaps between
current and expected performance.
My organization makes its lessons learned available to
all employees.
My organization measures the results of the time and
resources spent on training.
My organization recognizes people for taking initiatives.
My organization gives people control over the resources they
need to accomplish their work.
My organization supports employees who take
calculated risks.
My organization encourages people to think from a global
perspective.
My organization works together with the outside
community to meet mutual needs.
My organization encourages people to get answers from
across the organization when solving problems.
In my organization, leaders mentor and coach those they
lead.
In my organization, leaders continually look for

Mean

Standard
Deviation

The
Relative
Weight%

Test
Value

Pvalue

Paragraph
Order

3.50

0.51

70.00

6.94

0.00

9

3.38

0.40

67.63

7.06

0.00

11

3.15

0.48

62.90

3.03

0.07

20

3.34

0.35

66.77

7.49

0.00

14

3.32

0.37

66.34

6.68

0.00

16

3.19

0.61

63.76

2.30

0.053

18

3.30

0.57

65.91

3.85

0.00

17

3.08

0.59

61.61

1.30

0.082

21

3.35

0.42

66.99

6.35

0.00

13

3.51

0.33

70.22

10.81

0.00

5

3.58

0.35

71.51

11.04

0.00

2

3.50

0.42

70.00

8.35

0.00

8

3.36

0.47

67.20

5.71

0.00

12
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Mediator Variable: Organizational Learning
opportunities to learn.
In my organization, leaders ensure that the organization’s
actions are consistent with its values.

Dependent Variable: Organizational Effectiveness

In my organization, employees are honest with
themselves on their strengths and weaknesses
2. Strategic plan is understandable
Beneficiaries know what is the organization striving to
3.
do
Beneficiaries care about the organization's
4.
advertisements and publications
5. The Organization analyze the need of beneficiaries
6. The Organization asks beneficiaries for feedback
The Organization services /product suit beneficiaries’
7.
needs.
The staff understand and appreciate the importance of
8.
beneficiaries’ service.
The organization evaluate each program against various
9.
metrics including mission.
10. There are specific targets or goals for each program.
11. Evaluation of the organization's work contributes to the
1.

Mean

Standard
Deviation

The
Relative
Weight%

Test
Value

Pvalue

Paragraph
Order

3.50

0.29

70.00

11.35

0.00

4

3.39

0.17

67.84

13.47

0.00

Mean
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Value

Pvalue

Paragraph
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3.44

0.45

68.71

7.04

0.00

10

3.60

0.41

71.94

9.94

0.00

3

3.48

0.34

69.57

9.69

0.00

5

3.46

0.49

69.14

6.64

0.00

8

3.31
3.36

0.47
0.46

66.13
67.20

5.10
5.91

0.00
0.00

15
12

3.54

0.32

70.86

11.12

0.00

4

3.67

0.26

73.44

15.05

0.00

1

3.46

0.32

69.14

9.79

0.00

6

3.62
3.27

0.37
0.56

72.37
65.48

11.02
3.67

0.00
0.00

2
17

160

#

Dependent Variable: Organizational Effectiveness

satisfaction of beneficiaries and good financial results.
12. The organization is aware of new interests of stakeholders.
The organization criticized by funders or stakeholders for
13.
veering away from its mission.
14. There is a reserve of funds for a rainy day.
The organization have a meaningful relationship with
15.
stakeholders.
16. Staff get an increase in their pay yearly.
The board chair and the executive director meeting with key
17.
stakeholders at least once a year.
The organization send thank you letters for every
18.
donation.
The organization realize restrictions that are currently
19.
on the donated dollars in banks.
The organization send out a written communication to
20.
stakeholders at least once a year.

Mean

Standard
Deviation

Relative
Weight%

Test
Value

Pvalue

Paragraph
Order

3.31

0.47

66.13

5.10

0.00

16

3.32

0.56

66.34

4.17

0.00

14

2.39

0.87

47.85

-5.88

0.00

19

3.46

0.44

69.14

7.54

0.00

7

2.24

0.93

44.84

-7.02

0.00

20

3.01

0.75

60.11

4.50

0.093

18

3.45

0.49

68.92

6.62

0.00

9

3.40

0.52

68.06

5.60

0.00

11

3.32

0.53

66.34

4.46

0.00

13

3.30

0.18

66.09

11.14

0.00
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