CHAPTER 2

LITERATURE REVIEW %\

2.1 Introduction ?
This chapter presents a literature review of the impa tMpetency-based
o;e

training (training environment and training strategy) on

literature review is also done on the impact of applying,creati GW (leader's
]

Y-v

ormance. A o’ne& sive

performance. The

vision and culture of creative thinking) on employe

vision of the police was presented in training

s and” ined L@Weality of

training programs and their impact on empleyee erfmTan in PC summary of

cy relate tr@@ programs and
employee performance was also pr{eisd. >\YT ,<\

The literature review of A%myeeﬂperf nczo \cept was presented, and
its components were identified, @ th ﬁzﬁ@ In addition, the employee

performance compone% determined S‘cbrd@ to previous studies, which are
4
i ovagf)Q The impact of competency-based

the essential theoretical studies in

the quality of wo nd em;i
training on employegyperf
¢

as @Vstudied. Also, the impact of creative

i
thinking ap &@r on employee ;er@%?ance was studied. Moreover, the impact of

N
competeficy-based training” on e yee performance was studied. Finally, the

mediatorjimpact of experienc@ﬁNeen competency-based training, creative thinking

%X! on, and Employee Performance has been studied.
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2.2 Palestinian Civil Police (PCP)

Employee performance at PCP has attracted the attention of senior mana ,

which leads to an integrated department to ensure the improvement tg\ﬂoyee

performance. PCP is made up of 28 specialized departments. It is sible for

ensuring law enforcement, maintaining stability, and combating crime. A specialized

training department is concerned with training program pIannin:Mmentation, and

evaluation. The police force carries out an annual traini a throrgh the training

department and implements various programs. In 2019,"268 co seWtivities of

L
different programs targeting 3588 PCP me@ere m ec’ i@;ﬂy.
Externally, 126 courses and activities targeti CP me Wer%&'mpleted.
Below is the table of activities (PCP, ZOZOJ:evae\ate of@:gaining plan
is explained in Table 2.1 as shown be % é

AN
Table 2.1: The Achigvement Rate \T?a ngelan 2019
s
A d o. of No. of
Activities > } \ﬁivities Trainees

No. of Internal Courses \ 190 2671
No. of External Course T ' % 51 264
No. of Internal Works?% l 0 61 858
No. of External Workshops b 4 9 9
Sports Championship,Events \ CJQ 1 6
Meetings, Conferences, dotI‘erint nal ;@Ies 17 59
Meetings, Conferencesy and-ether.external activities 65 115
Total I 394 3982
(') I &y Source: PCP (2020)
NN

Sw: 4 AN
s to constantly im@ﬁ/e employee performance to improve the services
)

p:w to people. The or&hization strongly believes in training to improve

ee performance and prepares training plans targeting their employee. The

Oning plan called for 6430 officers to be trained, with 3982 completing 279 of the

365 courses of the plan that was initially scheduled; 76% were completed. In 2015,



PCP created a comprehensive review report on training programs at the PCP force in

collaboration with a human dynamics company. This report evaluated the im

the training programs and their strengths and weaknesses. his is@in a

comprehensive understanding of the program's content and its rel ip to the

objectives (PCP, 2020). From the review report, it was found that there are five types

of training programs, as follows: ; \,
2.2.1  The Foundation Program at the PCP \d
]

Y
The program aims to empower new entrantS, With knowle ahd_\@Bﬂs to
engage in police job scopes. Target group: Thisgttal p% i med\a}Y?nale and
female students over 18 years old (most of@ re between, 18 an@ears old). It

targets those who hold educational ce 'cate;up to their<irst uni ‘f'sity degree (GlZ,
r ts. Participants in

2015) and the age and educat@bbackgr\d\%
':bt" y N

introductory training courses oth& requiremen ther requirements are as

follows: '
i. Have aclean c% cord. bj"l 0’
$ 7
ii. Have Palest'Watlonr \ Q

iii. Have angappropriate

o)

¢
iv. Pass_t eliminar al{intt-i? , wWhich includes physical, medical, and

@owﬁ e tests (G @015).

-\. N
\Pa cipants are required\ct?join the foundation training program, ranging from

%12 courses out of 17 training courses designed specifically for the program.

chermore, the components of the training program offered each time are dependent

on the trainer's availability. Alternatively, adequate copies of the training manuals are
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provided for the participants. The courses are (i) First Aid, (i) Communications and
Reporting, (iii) Weapons, (iv) Moral Guidance, (v) Islamic Culture, (vi) I
Culture, (vii) Self Defense, (viii) Security Sciences, (ix) Fitness, (x) (xi)
Traffic, (xii) Pedestrians, (xiii) Information Technology (xiv) Field P erations,
(xv) Rules of Conduct, (xvi) Introduction to Science Legal, and (xvime Duties.
In terms of training manuals, each training course con isMeveral teaching
units, and each unit of study consists of several lesso Yt;g"n with training
objectives. Training guides are closer to a book than ‘training awd include

L

should be_noted @ese

limited instructions on the criteria applied in traini

urriculu ch l}Ee is self-
&
O

2.2.2  The Leader's Progran‘@SCP \T ,<\
N

The program targets trai icip;f?ns togbuild aniﬂ'?improve leadership and

&
management skills for poli }ehbers' Security @ces to prepare and run their
activities effectively a%ﬁtly (Glz, 2 ;)‘ 'F@'form of training is referred to as
4
o

the "Advanced Trzﬁq’nkg" ofl:\ﬁc o&

management, ddleslevel 'offiué? and the senior officers under the

Professional &@)pm t r{ V(fj}l has prepared a plan for its planning and
N

launch %h . V'QDSJ? shal:&he approved by the Military Training Authority
3
(Gl 5). \c.)

\ﬂae training revolves around experts' lectures, but the trainers also employ

6 tive training methodologies, such as brainstorming, discussion, and presentations.
h

e leader's program shall be introduced to three groups of participants as follows:

courses are designed to follow the different m

contained, and its link is deemed weak (G1242015). u\

ation. It focuses on middle-level

U e
—_
o3

(o]



i. Senior officers' session: It is a training program designed to prepare and
qualify the second row of leaders to prepare them to receive the first p
in their institutions. The course duration ranges from 3 to@nths.
Approximate 240 people have been trained and participated i ollowing
training courses, which are part of the training course: (i) PWtion for the
Security institution, (ii) Crisis management, (iii) Diﬁfeynagement, (iv)

Joint operations, (v) International relations, and isior-making in the

region. .\d
oy
ii. Intermediate Leader's Course: It is a trai@se targetin i'dli@ders.

The course is carried out within two he followi tral@za courses

are offered: (i) Basic skills in thinw Ana\y3| d co@&vication, (iii)
International and regional CON z\/>C0anict gen@,’ (v) Leaders and

management, (vi) the rule W (vii) \txl‘/

development of securiu%, (ixf‘Typ and (Eﬁﬂions of Employee, (X)
Control functions (leader on, n om@tions), (xi) Operations, and
(xii) Practical applications. S

4 ¢ &
\l:h cou

iii. Foundation %r's C(i $_5 implemented within seven weeks.
The cou@ent i mentiored in the intermediate leader's course but

o i
with S@mm surat@with t&i;aroup of participants (GIZ, 2015).
N
% /s <
Y.

ZA In-service Traini@ogram at PCP

\service training is defined as a process in which specific effects are intended

:o produced by a group of people. This training makes the participants more

icient and capable of completing their current and future tasks. Moreover, this

course develops trainees' knowledge, enhances their skills, and continuously promotes
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their competencies (GIZ, 2015). The concept of in-service training is limited to the
training department of the PCP organization. This aligns with exercises carr

abroad or implemented as joint projects with local institutions. For {in , e-
curriculum development projects with Birzeit University or projects sﬂﬂked by the
donors include the United Nations Office for Services Projects (UNOPS) and the
German Association for International Cooperation (GIZ). In- er\Mlining at PCP is
sporadic and not mandatory. This relies on a compreh me‘ssional learning
system, which is not subject to rules or structured sche . It shouldkal ft be part
of a formal process for identifying training tc@d goals. In- r\lici@ining
courses vary from a few days to several month 015).f \Y

F &
2.2.4  The Qualification ProngQPaP é

In consonance with, the ev%on repo\for?he q@h’fying program, this
A N
curriculum is very similar l%oun(ﬁtion ragrezo' terms of its overall
framework, essential el % terM%\ nd participant evaluation
methodologies. Altho zurpose f th prbgw@ varies in theory, the managers,
4 ¢ &
organizers of th(al@m, arl \sa icipgs/claim that: "The main goal of the
ve the ran ra

program is to nu\ | icer with the rank of lieutenant, and to
qualify from &@k of on:)r GFHCEE} the rank of serving officer” (G1Z, 2015).

T rogram'’s Jpr. :purpoé\ls to improve the knowledge and skills of the

non issioned officers @received the promotion after earning their first

@ty degree and following the provisions of the applicable law (GlZ, 2015). In

G s of the overall framework and training courses, it is observed that there is a lack

f consistency in the program components in terms of the courses offered each time

the training is held (GIZ, 2015).
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2.2.5 Specialist Training at PCP
This form of training aims to hold training courses for police officers, fowv'g
their professional expertise. This training helps to improve knowledge a \& and
allows the employee to carry out their duties efficiently and effectlvelr;gspemalist
training course is organized over 10-14 days (G1Z, 2015). In most cgs.,'the study of
training needs is not done satisfactorily. Therefore, it is _cha ing to prepare

standardized courses. It is cumbersome to draw on the de z‘nd skills of the

scattered learners in these classes, given the lack of a stfucturedjcu ‘for basic
training (G1Z, 2015). [ _\c}v
2.2.6  Reviewing Training Programs at \Y

Having analyzed the history of tral I CP nd t aturg‘\o he systems, it
is clear that quality of work and em yee inno argely lacking in
competency-based training and c e r\inq;gG Z 2015). The police
force does not follow a gU| nstruc nn |@2§1 assessing competency-
based training (training, e n ent }nd S gy ere are no special rules that
govern the implementﬂ% the plaf rﬂa@. However, police officers approve

it and the accept e o0 ra|n||19 cu |cuIa |ded by donors (PCP, 2020). On the
other hand, s e ining curri I}hre . erlted from other police agencies. Such

police officer who entrusted them with this

%

tralnlngc ere eveloped b
4
task t avmg S |C|€nt kRUWIedge that would allow them to prepare the
w§ogram often (GlZ, 277(?3)

pon reviewing the audit report on the five training programs at the PCP force,

Oecame clear that these systems are not pending a straightforward creative thinking

application (leader's vision and culture of creative thinking). They are also not hinging
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on transparent training procedures, a training system, and a policy that encourages
creative thinking. Therefore, it is concluded that the training programs' kno A
skills, and goals do not contribute to the components of creative thinking @e do

not enhance employee performance (Quality of work and employee i ion) at the

PCP. ?
2.3 Employee Performance z l

Employee performance is the extent to wh ap rsWorms the

"X
responsibilities of his job and completes the tasks asSigned tofhim, Jt ’eff{%o the
quality of work and employee innovation in ploy@e rma@/ris also a
factor in determining how well a service CW WG‘YS dhan Y;a, 2017). It

also refers to how well a person S ha job, co tes é@ntial tasks with

innovation, and innovatively behav%he wor ?h q@"ﬂy of work is a factor
lpgy N
in determining an employee's%wanc (Dia antidisé? Chatzoglou, 2018). As
nﬁ;

\ &
stated by Ramya (2016), loyee plr e c@ considered a process or a

result of work. It refe% work is car (i(‘j'o achieve desired results. On the
g
rma &y

other hand, the won\&ults % his refers to the quality of work,
which reflects the lity ces <<6ompanies. It also indicates how the

i
i oﬂtitcs?ills in implementing a work.

¢
employee si 0 ered/vithi
L 9
1%, Factors Affectln@ployee Performance

\s reported by Diamantidis and Chatzoglou (2018), there are five indicators for

& ing individual employee performance:
i. Quality: employee perceptions of work quality, job perfection, and employee

competency are used to determine work quality.
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ii. Quantity: It produces an amount represented in words like the number of units

produced or activities completed in a cycle. T
iii. Punctuality: It is an activity level that is completed early in the@e, as
seen from a coordination perspective with the output result, imize the

time available for additional activities. ?

iv. Effectiveness: It utilizes organizational resources (energy, ey, technology,
rZuIt

and raw materials) that are maximized to increas 1" each unit uses

resources effectively. .\d

‘AR
v. Independence: It is the degree to which an yee will b blf t&@dnage

D

his or her workstation. An employee S

{ milr\ngﬁt to the
company and duties towards the Ofﬁ‘% higﬂ le fwo;@g:]mitment.

Conforming to studies, variou ments influen mpl@% performance in

firms. Subjective elements, Whichﬁsifican@ag e ;@yee performance, are
N

essential. Employee perform infllfénced by ex@al factors such as the

organization's strategies, enyironment, ulture (El <<s)ar & Singh, 2019). A well-

trained employee, just%%rche’, IS i t;liig@' eager, and talented. He/she has

enough experience WCompr d jg}%ese characteristics are crucial for

distinction. Hi@ium, 'or eﬂ%ﬁi’oyee performance in management is
frmye ? =

determined

N
I % tlity: JTher ? a pe?ﬂive link between cognitive competency and

ployee performance. se competencies are hereditary or acquired through
Qs B¢
E\reparation (before starting the work) with practice, training, and learning.
0 ii. Knowledge: Employee performance is linked to knowledge. Individuals with a
high level of knowledge, including being more successful in achieving the

desired performance, are also more creative.
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ili. Work experience: Researchers feel a beneficial association between work

experience and employee performance. T

iv. Personality: Emotional stability, extroversion, openness to @ence,

kindness, and feeling are the five dimensions of personality. ‘x

In agreement with several studies, the component e;pIO)‘ee performance

can be considered as the following: \d
@
4
| .S
2321  Quality of Work 3 \:F
W; hasxi i

2.3.2  Components of Employee Performance

essential in determining employee Wace. Qua orl@‘ers to work that
meets and exceeds the expectation% client \asn%a &'}onducting good work
N
iesito i

requires creativity to complet th@ highestustan (Srivastava & Kanpur,

&

2014). Getting work done tlhis ch the e@yee to increase productivity.
However, if the quali% k is not up tﬁe~®hest standard, it will negatively
4

:
affect employee p N@vity 2016&&Some studies have isolated specific
characteristics from quahi
¢ I (_.R
considered lity of w t kt}t e container that holds all of the factors
N
g 0. ¢ 5/ <>
A preparation of @'employee competency affects the employee's
p \.ance and the employee himself/herself. This is expressed in the following

& fits: increasing the skills of the employee growing his/her enthusiasm for work

newing the expertise and knowledge of the employee, and improving their capacity

rk, %}J&ﬁost research on employee performance

to compete with others (Qu, Janssen, & Shi, 2015). The ability to keep current on
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technological and business advancements while ensuring that staff is regularly trained.
Nonetheless, the individual receives a promotion and a higher income than prewﬁ,
demonstrating that they learn and use their talents (Wheatley, 2021). (’}
Employee performance requires a measurable pattern of skifls;"knowledge,
abilities, behaviors, and other traits to perform and complete “their job tasks
(Srivastava & Kanpur, 2014). Their competencies are typical M as a broad and
holistic understanding of an employee's performance. &b.n s'kills, analytical
thinking, goal planning, self-confidence, problem-solv and ow‘sogs of
18). Gampbell's 11\@ was
W% otl;@g,~ such as

Hlips, @h The term

the most sought-after employee abilities (Nayak et

one of the first competency models, and it

McClelland's, Burgoyne and Stuart, an

"competence™ is used to describe a pe\ ;seaire set ies,@h, behaviors, and

knowledge geared towards the effe%quality \m%l a3 icular work context.

N
According to Klein, Wallis, aéke (§b13), 'Iitigé?e the characteristics of
behavior that firms must h }Mtai] i for@. Many benefits linked with

competency utilizatio n estailishedl in os@ﬂizational behavior studies, such
’
d st

as reduced traininense's, \duc
productivity, re@n im 'alityét(/ork (Nayak et al., 2018).
¢
When %‘ﬂ

es to m uf&;tt{ij%g? commodities in industrial and service

o

N
organizatiops, Wprodugtivit i typié?fy defined by the speed with which work is

acc hed and the value @é task performed without losing the quality of the
S Xprovided. In addition, in industrial organizations, a ratio of total output to a
Ingle or aggregate input, i.e., output per unit of input, is used in the production

QJCess, generally over a predetermined time (Wheatley, 2021).
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Employee productivity is a significant aspect of an organization's success.
Increased productivity can help businesses improve their competitive postw
profit margins (Srivastava & Kanpur, 2014). Employees must deliver th@er of
services expected to be given to service recipients to boost productivit eting the
organization's goals. As a result, trust between the organization and itsgmployees, and
service recipients, on the other, is strengthened. Organizations conCentrate on both
qualitative and quantitative output. While the quantity o &Zr cial, it must be
balanced with the quality of work (Nayak et al., 2018).

NY.
Practical time management skills help the emp be more prfguqi\@ading

to a higher quality of work. These competenci il["enabledt one@(—'(; execute

SN WX

~& Huang; 2014). The

if @have good time
management abilities. Practical tirre%nageme\ax%e ;@3 can benefit not just
N
)@es' S

one’s career but also life in ge s in<Q leting work make better

plo i
judgments and cope with h&/elo, un@ntional but innovative ways

to improve when they % ge theif tim wHil@ing work challenges and control
2 '

&
their performance mian, A' , & I-geym 2015).
"Time management, i 'mg (VJ&&(’ Wheatley (2021), is the process of

things swiftly without sacrificing quality\@, B

employee will be able to focus moreyon u%ent acti

¢
organizing &T}nin how t§ diStribute’ time between various activities. It enables
@v N
the employee™io mahage 4heir time "better and work smarter rather than harder,

allowingythem to complete r(@é things in less time. This influences employee
N

p nce and their competency to persevere in the face of work obstacles,

specially when time is limited, and expectations are substantial. The employee will

el calm and in control if they handle their time in an organized manner. It lowers the

likelihood of making a poor judgment. Apart from that, it also improves the level of
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service by completing work promptly, attaining the productivity objective, and raising
the quality of work (Ramya, 2016).

Following the literature research findings, job knowledge is (r%!ntial
component of job quality and impacts the quality of work (Ramy&,&B). Work
practices, policies and procedures, resources, regulations, customervice, and
technical information, as well as the work link to the org@s objective, all

contribute to the measuring of basic job-related knowled d bilit'es displayed by

the employee (Eslamian et al., 2015) to perform em e fu ctwperly and
L

d experience, the iﬁ%lvgyee

work €onditiéns %%proving
\

Em@e.e behavior,

%II influenced by
having job knowledge that indicat{jﬁeep awa % o,x@to accomplish routine
l y N
work activities and how thos%relat@to argas; of i@vation (Eslamian et al.,
So
S

apply in-depth knowledge. Because of this knowled

feels confident in addressing the current adva

the quality of work and services supplied

w

work productivity, and the organizatien's pablem res on

2015). \ l

Wheatley (2021 i C that job k wledgbis linked to increased employee
’ 4 ¢ &
productivity, Whi&jependep \be efiti@om coworkers with several years of
experience. Thw eec 'n th %wledge and experience of their peers to
¢

figure out th &Dppro chto tlﬁinef} ne. They will also feel more appreciated in

%I NN

t

a comp% isteps.to_their sug@ions. This can improve corporate productivity
by gghinternal expertise ttkg%dter use.

.E.Z Employee Innovation

Innovation is defined as the individual's ability to develop new ideas and

methods. This is to implement them in ways unfamiliar to others, given that they are
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consistent with the situation. Moreover, it represents the individual's ability to use
ideas or techniques already in place but in a new and improved way, (Fischer ?m
2013) The study by Martine (2015) found a reason for the distinct@meen
creativity and innovation. In the manner of the study, creativity refersf&eloping a
new concept or strategy, while innovation refers to beginning something new on the
market or in business. Thus, creativity is the work of de ew new concepts,
imaginations, and skills, while innovation is the imp mnlof a new and

successful product. \d

X
On the other hand, Teng, Hu, and Chang ( defined i vﬁti‘&ﬁ}s the

quality of thinking about new ideas and maki m rep'r crea.%‘f, which
includes implementing and putting creativetideas, into ai wAS ar V?creativity is
transformed into an innovative proce:@as innovatiea’ is p@ttive. Measuring
creativity is difficult, whereas meas@;sinnova \%m e;\'éﬁnployee performance

N
is observed to increase firm pej%ce indirect romig(i;ff\novation, as employees
produce new products or s hteas ' prave tr@n's competitiveness (Teng et
z (

al., 2020). )
4 2 (Y
Organization 4% bec \he::e singl iant on creative thinking to thrive
and succeed du@id t 'cal cements and fierce global competition
¢
(Wang, Xue 9@ 2010). Co afiesdg the challenge of supporting creativity and
NN

innovation 4t 'mprq!/gg_cygoetenci\m the current complicated and competitive

env nt (Burlacu, 201l@~'this sense, innovation and creativity are critical
f%%r enhancing and encouraging the performance of organizations (Wang, Rode,
Luo, & Chen, 2013). To enhance employee innovation and job competency,
rganizations must encourage innovative behavior among their employee (Herrmann

& Felfe, 2013). This includes the need to employ and assess variables and elements
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capable of improving employee innovation. Furthermore, it is also important to
provide valuable insights to improve job competency using creative thinking.

The value of innovation is increasing the quality of the service an@vmg
the personal abilities of the participant. This improvement can be mad@%gh group
engagement and brainstorming practice, which strengthens the instim reputation
in customers' eyes. It also helps create a competitive spirit within institutions and find
ways to increase employee innovation (Kabasheva, Ruda mnr & Askhatova,
2015). Furthermore, it helps to improve the quality ecisians |th|n the
company to solve problems in various areas asid m problems re'at‘e\é% the

\'('

ening ime between

training environment itself, whether cul? ec% i or. mrketlng
ess

Additionally, it contributes to the msUtuUW

product launches, allowing it to comp onar ng tim

Khan and Mohiya (2020) stu nd tha va op:bfactlces can be traced

back to employees' actions. Th the Qmpl esthe @I point for organizations
to boost their innovation abl ploy e:}ay or not be able to foster
innovation, it is esser% ild n? ue uaht nd characteristics that make it
possible for an emplayee to b‘s Ive. I(lecan be done during the process of
creative and me al cutl thelr duties.

n
’(j’

NN
2.3.3 pact)b C eten&)ased Training on Employee Performance
&petency—based tral@ is a method of imparting specific abilities to
i employee performance (Rachman, 2023). Each skill or learning outcome
petency) is part of a broader educational or training aims to improve employee
erformance. It is treated as a separate learning unit that must be worked on one at a

time. The organization requiring the training determines the degree of competency,
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and the learner is assessed on each skill (Gonczi, 2012). Competencies help
individuals polish their personalities and focus their behavior on desired pat

meet the organization's goals including improving employee performance@t al.,
2013). Edwin Locke's goal-setting theory proposes that goal-setti a direct

impact on performance (Lunenburg, 2011). Edwin Locke also discovered through his

decade of laboratory drives and field research experien esNQO percent of
employees put in more time and desire for learning if speei 'cznd ore demanding

goals motivate them to improve performance. This ecau Weel more

*AX
accomplished and satisfied if they strive harder to o these goals r. tt\br @ ones
that are often simple and vague (Swann et al., 2% \O' i %

cies mo

N
Individuals can learn specific compe &ch ely auér&.ely because
e

of competency-based training's flexib anaraining nm@fRachman, 2023).
It also indicates that they will be aﬂ% advanc\p\t% G rn@ience hierarchy more

N
quickly than they would with%ﬁ traﬂing osz(ampacts job quality and
achievement when these htnci]s e 'rect@ employee performance at

various administrative happe
’ &

make the most of \hj,@le es‘) gn.g them to complete jobs quickly and

confidently, haéﬁreas' 'ctiv' <Q1’his is an accurate indicator of the

¢

existence of a“relationship th has &J‘ppotential to have a substantial impact on

\
employ%tman@ hi &a@awal, 2014).
B _ 2 |
ning strategy mclu@évelopmg tasks, knowledge, and attitudes to boost
e&}e performance (Imanipour, Ebadi, Monadi Ziarat, & Mohammadi, 2022).
Q competency-based training, learners can study at their own pace, reviewing or
racticing learning outcomes as needed and moving swiftly through the abilities in

which they are more adept (Gonczi, 2012). Competency-based training is ideally

=

iOZ@'It also enables the employee to

40



suited to business and corporate training, where numerous skills and abilities must be
assessed separately because it requires mastery of each learning outcome or

improve the quality of work (Sugiarti, 2022). Successful organizations h@\egic
competencies that set them apart from their competitors. Thi lated to
competencies because organizations are known to succeed at commies such as
innovation, low cost, and service (Chappell et al., 2020). Jush/,in goal-setting
theory, excellent training is an important aspect of s Y\:a"m of boosting
employee performance. The idea emphasizes the signifi e of cwg policies
in developing employee performance to improve quality o c’rk@%ork

(Lunenburg, 2011). Y' \o’ \,‘T
ruct¥im i

Companies can uncover gaps that

results when conducting performance@mpetenc
Viswanathan, 2022). After recogni ompete\ga RCE\rofessionals are better
j y N

positioned to make better ju%s re&rdin r(f:crti'Q t, hiring, onboarding,
performance management, hﬁsatl anning, @ccession planning (Tripathi
Zn

& Agrawal, 2014). cy-based aiﬁingbrequires distinct competencies
4 $ &
ibili \n)g erio

characterized by fl ﬁess, and effective reaction to create

ility, cr|e
knowledge andyabiltties that ™ ve E;Jeﬁ‘drmance. As a result, Gonczi (2012)

!

¢

believed th %ng ploydes 4o @ reative thinkers is essential to achieving
NN

training{c){/ ncies. Thi cessit&s several factors, the most important of which

are r training strategy @thieving the objectives and an integrated training
e

luati (Khan, Raya, &

%ﬁ‘nent capable of adapting to this type of training. Edwin Locke also verified
hewgoal-setting theory, which states that targeted and precise training motivates
mployees and increases their performance. Furthermore, this form of training

motivates employees to innovate.
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Rajapathirana et al. (2018) stated that the company's competency-based
training also contributes to developing the quality of the provided servicw
employee expertise to achieve creative performance. In other words, the r the
competency-based training stemming from the organization's rﬂ& strategy
contributes to the development of the employee's personality. Furtherngore, employees
should be allowed to carry out their tasks innovatively. Co M-based training
provides the employee with skills with innovative feature &Le' to describe the
proposed hypothesis in the present study, the relationship_between“the d‘ependent
variable which is competency-based training, anc%wenden vari Ielre Y;ted
by employee performance is developed. As a he_study,aipts to .i&%stigate a
hypothesis to describe the relationship bet itvt arl\s. %\T

As concluded by the above reviéw,of literature, t sen y is designed to
test the following hypothesis: cq >\»T /<\

~ a >

H1: There is a significant impact of competency-based training on employee

performance at the PCP.

\4 i O
4 $ &
234 The '@ of| \a{ie T ﬁn.kmg Application on Employee
Performance {Q
Gy e sl o
Sever g@s have est Iiﬁect_tjh creative thinking application is linked to
NN
employw rmar];ebi_g)}ding @sic and information technology (Michaelis &
Markham, 2017; Redifer et al,, 9). In line with some evidence, cognitive inventory
B¢
% e an impact on creative components, which are creative motivation, creative
ing, and professional perspective, as well as creative to boost employee

h
erformance (Leon-Mantero, Casas-Rosal, Pedrosa-Jesus, & Maz-Machado, 2020;

Martine, 2015). Sternberg's theory of successful intelligence aims to explain
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achievement in all aspects of a person's life, rather than just school grades. The theory
predicts effective intelligence in three dimensions: analytical, creative, and p i
Conforming to the premise, applying creativity in the workplace improv@oyee
performance and behavior. The use of creativity affects the employe itudes and

level of inventiveness (Sternberg, Chowkase, Parra, & Landy, 2022).

Schmidt et al. (2016), explained that creative thinking agNEII on is related to

employee performance, which is critical in enhancing the ncif's of individuals

isio chessitates
B
functional competencies that improve the quality a ed ofdecis nlm@g. To
the degree that the study, creative thinking boo?m oni idénce %Xénhances
their ability to improve performance. Meam@ onm‘rni arre@[ (2011) the
leader's vision has a significant impawlasuccess ng éﬁive thinking as a

sustainable method in organizatioWich he \m%ov @quality of work and
N
results in increased profitabil%the Qomp yqowi(é?to improved employee

&
performance. The applicati }!rea inking @ncourages innovation. The
t(he

entrepreneur can thin% things av ilable;@' him/her and the commonplace
’

“
things in a new w ercelve|t
nst
¢

in organizations. The application of creative thinking i

a %ﬁerent perspective, and start from this

point precisely to recaéﬁ/ innovation (Pursitasari, Alfitriyani, &

L !
Kurniasih, 2 &) 4 (j)
- - \ - - -
in sonje ies, ouraging the employee to innovate is not a
spo us process. Prepar@ and training revolve around creative ideas and
t sﬂgin thinking outside the box is required. It allows the employee to select from
various options to solve work-related issues. It is associated with employee motivation

nd encourages them to search and explore to boost employee performance

(Balakrishnan, 2022; Martine 2015; Motlokoa et al., 2018). Boyce, Nieminen,
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Gillespie, Ryan, and Denison (2015) indicated that innovative employees could deal
with work problems. By being innovative, employees can reduce mlstakesw
which will make employees express their competencies with conf The
employee can hone their innovation skills and confidently solve job mles using
creative thinking. Employee performance may be improved by p&g.attention to
innovation and providing them with inventive functional abilitie allows them to
improve service quality. v. l

According to Redifer et al. (2019), training tive MS several

advantages for the company, the chief one being ease in wo rbr&d@tmty

and employee performance. Employees wh a Q elo%w to the

organization will feel a sense of justice. &:ye‘as insthe or@ggtlon should

interact with one another as partnersw an emplo . Th@tent of employee

convictions to maintain a policy o uctlon q@mstance to change is
. u% (. C—}

related to the degree of innova 48—

In consonance with \al 2 e m@entaﬂon of creative thinking
as a strategy in an o Bﬁ:shojd b c{: nied by a creative culture that
convinces employ f the va. 4 tlve |ng in increasing their performance
and productiwt &ld \‘d:;nag *22019), one of the performance goals that

manageme E pa atte jor? to(j)the culture of innovativeness to improve
ma

employ |me %&t study argued that having a dedicated media

dep t that assists perform%vée management in promoting a creative culture is

a%l\geous in the long run. In keeping with a literature survey on creative thinking
p

d cation, this idea has two primary components. These two elements are the
ader’s vision and the culture of creative thinking, which could be enhanced through

training. Both have an impact on employee performance.
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In light of the above review of literature, the present study aims to test the
following hypothesis: T
H2: There is a significant impact of creative thinking application oﬁ}ployee
performance at the PCP.

v
2.4 The Impact of competency-based training on Experi ce\/

Competency-based training helps people build de &tt.rit'utes and skills,
which leads to greater employability and lifelong learnigng. Thi Marning is
rming (Wonghad a@vc:]ie,
ent% vioQ/Which can

ompa.q{gmjectives. It
ely@% performing in a

,,@edom, and originality
N,

mastery-based, proficiency-based, or experience-bas

2018). These skills impact experience knowl

guide the employee into behavioral patterr%

allows the employee to innovate by GSi ja inputs ¢

modern and inventive style that is ®5ered by \rﬁaﬂnc
(Shishigu, 2022). In line with %ure survey mcon@ncy-based training, this
\ &
0 i esey tw Qah

idea has two primary 0 ponents are the training

nts
environment and the tr% ategy‘,‘ I/hic k:glh%@!r%au:t experience (Imanipour et al.,
2022). /S} 'g\ %CQ
Chris et a% ) e at e ence correlates with the organization's

o !
leadership & and inclddes’ dEveRinng an effective training climate for
NN
competency-based trainin IS ce&e attained by providing an environmental and

org ional climate that in@v’es the experience. Management policies should be
r%\g and realistic to improve competency-based training. The study also mentioned
hatrproviding a training environment is governed by defined policies that help steer

Qining programs toward enhancing experience. This integrated process of the
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training environment's components interacts with each other, which will impact

experience. Yv

Larson (2020) explained that developing these abilities to improxe%ﬂoyee

competencies improves experience and offers employees confidence HN they can

achieve their goals and solve problems. This increases the employee's‘competency to

trainers and trainees require a training environment tha

accomplish his/her job and improves the experience. That study lained that the
cts t'1is task to gain

knowledge and creative skills. Also, the study by Che oi etjal. explained

2 T
tencieg tha e[)r@atlon

iIityo\ withs, tasks é&g employee
productivity and is an incentive to de\%;q}rience. é

The Training Department fol@sa traini \Na%gy th includes choices and
N
procedures aimed at helping %one@ develop e@nce (Kem, 2022). The

competencies are designedigmrov erience b {kreasing the quality of work
i

and the speed with whichyitris completed. N/Iosbrganizations want to use their
'3 ¢ &
rai

training strategy to &]{them [ 'gpgrowing revenues while preserving
service quality @otin e inaiﬁtion and building experience (Granberg

that the training environment affects the functional ¢

wishes to implant in the employee to sup

integrated environment with tools and W

e
|
[
etal., 2022: Sa@mra et al 20&8)(5'7
A

R% d Agogué 3021) lained that the training strategy defines the

Yw
reqlﬂ&@nts and characteri@ of the training method for competency-based

t \hg The curriculum sets objectives for competency-based training in line with the
ompa

Q ny's overall goals. One of the most important objectives of the training strategy
to provide creative inputs to the training process to achieve competencies. The

company's training strategy also plays a role in determining the quality of training
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portfolios to ensure that the creative benefits of the training process are realized. This
is also part of initiatives to improve the quality of services provided and enwy!e
experiences. (’}
Considering the above review of literature, the present study test the
following hypothesis: ?
- - - - - - \ ‘ -
H3: There is a significant impact of competency-based training on experiences at the

PCP.

The ability to use creative thinking is ingent up6 ndi@al's prior

n sens%:g. established

cognitive experiences, as well as their capaw

conventions. It refers to a way mg that rateﬁﬂormation about

overcoming obstacles at work tqurehen\@{&n ;zq}cts of job activities

N,
(Balakrishnan, 2022). Since tha%e pef%on i dhinl@nd an intelligent person
based on skills, there is m t:r IS a@und and virtually cohesive
.C

relationship between t tion oficrea e'thi@ng and experience. Furthermore,
4 ¢ &
persistence in enhAmiQone's' M ge a ilities, enhancement of one's work
en

behavior, and di as a stic,caéﬁﬁtable, and highly productive individual

1

[

are attribute hfine reativity (K
o

and gxecutives. To accomplis@sﬁred experiences, the leader is interested in guiding

Q}C“ & Ko, 2023).

i
.\ - - -
inki }ation-&n organization needs the backing of managers
S \embers to expand their experiences within training programs (Mumford,

IChtel, England, & Newbold, 2023). Furthermore, fostering a culture of innovation

ithin the company fosters an environment that is conducive to the development of
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knowledge. Implementing rules that encourage a creative thinking culture through
rewards and training would enhance experiences for employees (Amari, 2023).Yv

Experience is affected by the leader's vision in terms of training o@ that
the institution wants to achieve (Hu et al., 2022). Alicia (2019) explaiﬂé@t in terms
of goals, the leader’s vision impacts the experience in organizations.Wthe leader's
vision calls for innovative thinking training to be implement dMganizations are
most likely to see an increase in their employee comp m tre training will
polish their experience. Ideally, the leader's vision is to rove hw:]ce, raise

orate [inn ti#n @Tthe

n to féc bui Rj'creatlve
espec;@;g\'[hen he/she
urp@%nd Clark (2014)

competencies, and build intellectual talents to i

workplace. A leader’s vision can guide the or

and functional capabilities that the Ieader

has a future vision for improving th a

explained that leaders should hav undame\l\u io
experience and achieve com% advghtag a hIS be accomplished by
\ &
improving service quality ith ative tr@ or by improving employee
bbeutyd

intellectual competen 1Kaders sionfis
“

'3

;o:%hange all aspects of

eveloping innovative, modern,

and trailblazing tr g curr|1 plem ﬁtmg a good leader’s vision assists

organizations i im |ng 'Ils [ dlng problem-solving skills among its
members

S hanf d yed (2@) stated that the senior leaders' interest in

a culture of creatK\e;Mmkmg in government personnel will impact their

e% ce. To reach this purpose, one of the ways to establish a company culture
0

Q erned with creative thinking requires a plan supported by the leadership and
irected decisions and activities. That study went on to say that expanding an

employee’s idea is both motivating and morally rewarding. This affects the employee's
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desire to think creatively and motivates them to improve their experience. In line with
Martine (2015), organizational culture can be a broad notion, but it mainly rw
how management and employees’ values and actions combine to crea% tinct
work environment. Experience is affected by the spread of a specifi re in the
organization, whether due to a shift in technology, the development of production
lines, or even job rotation, especially if the culture is related tﬁn' skills, including

Considering the above review of literature, the ent s dWo test the
B

following hypothesis: ;‘\ "3 ' ﬁ

H4: There is a significant impact of creative thinking application on experiences at the

J )
2.6 The Impact of Experience o loyee \or%a .
N

The term " experience" d%allof‘ane yez'o' eractions, opinions, and

sentiments over their tenur mrg i (Yadav*\é Dhar, 2021). It displays the
zom T

creative thinking.

PCP.

worker's interaction M pany on plo@onal level from the moment of
4 b o

employment applli{l;',.qto trle M S dg‘.‘ms/re. Because it is correlated with

employee perfogmancey exe 'd le\jﬁéfessionals in organizations today spend

mﬁlo ee experience levels. The employee journey is

NN
\Q/ incl hing?from hiring and onboarding to training and

devﬂg&ant to firing an emplo@e’. The daily experience of an employee is contingent
N

\Hteir professional achievements and pivotal occasions, both of which have an
6 ct on their performance (Sinambela & Ernawati, 2021).

Experience is a measure of the length of time or period of work that a person

can understand job tasks and perform them well (Rivaldo & Nabella, 2023; Yadav &
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Dhar, 2021). Experienced applicants are typically preferred over inexperienced ones
by corporate organizations because experienced individuals are thought to b?&r
capable of completing the tasks entrusted to them (Sinambela & Ernawat»(@\sy The
impact of experience on employee performance in organizations was @*@trated by
Sinambela and Ernawati (2021) research. Furthermore, the studmovered that
experience is crucial for completing tasks and equipping oneself the knowledge
to do the given task accurately. Work experience has m’:\r‘[ impact on an
employee's performance since it raises the caliber of wo at is ro

Recently, job experiences have received the ion and fu nq t@herlt
indicating a growing awareness of the signific ob ex eri ma@ment for
the business and the organization, as well % egreﬂ\ to |ch |t ts employee
performance. The skills an employee @ut the ca fth@“Work demonstrate
how experience affects performanc lanti, XM "\Zappala & Toscano,

S
2021). Furthermore, the cult| ex&e llen mplczg behavior contributes to

increased productivity and |ronm , both of which enhance the
company's reputation (@ZI Y (%j“l

According to assawnf mm nd Ben-Abdallah (2022) research,
experience pla %f ork@drformance. According to the research,

innovative EE e enh cee o&ee(Je ormance and innovation in the workplace.

Further e reséarch mds%[’ed that focusing training on creative abilities

enhﬂA employee expen@ which influences performance improvement.
g creativity and increasing experience are two things that the training
r

G tment does well. The study also demonstrated the significance of the
rganization's intervention in helping employees advance their experience through

training, independent study, and on-the-job training.
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Finally, It was determined that experience affected employee performance by
reviewing the literature on the subject. The knowledge base in experienceT
influence on the caliber of work is the cause (Khassawneh et al., 2022; @ &
Ernawati, 2021; Yadav & Dhar, 2021). Along with the effectivenes!&e abilities

that underpin experience and how it affects output and performance. ?

Considering the above review of literature, the present stWaims to test the

l
the PCP.
®

4
| .S
2.7 The Mediator Impact of Experience b 0 pefe ased training

T
and Employee Performance. \,E 0\ %\

Anggoro et al. (2022) defined experienge as "a mani tati@r the interactions
use Wm gbL mic" to describe the

of an organism and the environmeqhey
N
experience. He meant it in two ne rtﬂerst he perzasive quality that binds the

following hypothesis:

H5: There is a significant impact of experience on emp perform

experience elements in a continuem. L\ )1 earlsé@t the elements in a state of

tension and conflict % called €ynaric! @strive to form the whole and
4 $ &

reformulate the pa wey ar‘a tly cgtbe move to restore the lost balance.

Experience derines and (ﬂ_;&ﬁng with the environment surrounding
N n
education ang@ring. n ot ﬂor@ Xperience is an interaction or transaction

. N . N
betweer% anism .an Pe em&%nment to achieve a state of satisfaction or

equilibrium. In this sense, it is purely formal; that is, it does not deal with things
R

t%%ur exclusively in the mind and arise from concrete situations. Positive quality
uns t

hrough all the experience elements by giving it unity and stability (McNeil

019). Experience indicates space and time and is a necessary precondition for human

activity.
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McNeil (2019) mentioned that competency could be described as the
combination of training, skills, experience, and knowledge that people poss
their ability to apply it to perform a task safely. Other factors such as@ and
physical ability can affect the quality of work. Nwata, Umoh, an h (2016)
explained the experience of functional competence and its dew€lopment in a

workplace context. It turns out that experience impacts the traifihg and learning
e

environment in the workplace. An employee's work expe a 3|’gn|f|cant source
of their competency. Their expertise mainly develops th h on he- rnlng The

role of social participation in work communities a arning/ thr h'e@ nces

impacts employee innovation. The distinction empl y! cepr\/‘g—so paves
the way for more specific views on velopingwan smg rlence -based
competence in work societies and \ ions. Biltett] , Johnson, and
Martin (2011) explained that Bm%an %& 'Pf’onal competency for
older workers in working I|fe ce a 0 serves se purposes in workplace

learning among experienc wo rs. JThe older e@ee in the sample had more

positive learning beh ht indicate jan ahbatlve path to further learning.

Y
Younger and older oyees ir sge,of competence from their work and

nond’c)%ﬁal learning may help older learners

telﬁ @('? disadvantages when it comes to formal

learning exper

overcome to me
learnin p |t|ef ic, 2@@)
&onee performanc@quwes several pillars for his/her development,

\bg the training strategy, which reflects the training system in the organization.
t organizations want to use their training strategy to help them reach their goal,
cluding employee performance development. Organizational goals increase

revenues while maintaining service quality by enhancing employee innovation and

52



building employee competencies (Rajapathirana et al., 2018). The employee
experience that some employees possess because of learning and practicing jw
practices may affect the objectives of the training strategy in developing t(e%ty of
work. Employee performance is affected by the employee's amou perience

because experience is a mixture of knowledge, skills, and determin%s of behavior.

The training strategy enables the identification of training metho d their contents
n.zT

to achieve training objectives to improve employee inno he rxperience here

ithi tth strategy
B
X

plays a role in enabling employee performance to deve

and objectives. Experience affects the achievement goalsfof iﬂg @rams
directed at raising employee performance (Z a8 et ald . AS‘QYESUH, the

experience may impact verifying the relationship etwesn

peten@&ased training

iating <“I'able in verifying

.@ying on literature and
N
the theory of the creative comp e hy\otiejs IS de\q(a)ed.

N &

H6: There is a significant mediator impact of experience between competency-based

on employee performance. The experience all be am

this effect between the dependent and_ independe '%)Ie

training and employee performance at the PCP.

NN = -
2.8 The Medi&hpae rien@étween Creative Thinking

¢

: A

Appli wnd mplo e‘er@}r ance.
\
E% is @ssential, for ling with an employee with innovation and
appMAcreative thinking. eriences influence employee behavior toward
&

i%ﬁvely solving work-related problems. It also gives them self-confidence in
rming their duties in creative ways. Influencing behavior and consolidating the

N
mployee's conviction to think outside the box help employees search for excellence

in implementing jobs (Eliyana & Ma’arif, 2019). Experience enables the leader to
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have a strong vision for employee development and job efficiency. This is essential to
achieve goals and maintain high efficiency in services and products. This is r?ﬂi
in developing strategies that enable the company to achieve a distinctiv@bust
competitive position due to quality services and an atmosphere ﬂ'\quort for
employees and service recipients (Herrmann & Felfe, 2013). Therm doubt that
experience plays a role in employee performance by rai iNice efficiency,
managing time, carrying out duties innovatively, enha '%-fonfidence, and
achieving a sense of belonging to the institution (Carton'eéal., 2014).

"X
According to Simanjuntak, Pandjaitan, and Kus (2018), th ﬂle.rfg ation

of training must be supported by innovative and trini ystngt—hat keep

pace with scientific progress. Senior Ieaﬁg‘} teresﬂ in velop@gg culture of

creative thinking among employees Will impact the i o@‘eir work and the

satisfaction of service recipients. @jeach t &Js pﬁ\e-way to establish a
N
corporate culture of creative l% reqLﬁres n zg(%rted by leadership and

directed decisions and activiti fol/ perience. a@oz (2018) mentioned that

expanding an employ% is mot Pay ‘grﬂd@rally rewarding. This affects the
d &
' \Q acts ad.ac

employee's desire to'think crea atalyst for improving the quality of
work. Experie p a
E ‘

e that impac i@(p?)ving employee performance. Employee

spreading
innovatign is affected’hy t ‘preva culture in the organization in terms of values,

e e@ﬁyee convictions of the importance of

poligies,sand prevailing behav@'he news also impacts the employee’s conviction in
‘ggwith and respecting the organization's values. In addition, the experience
G les the employee to deal with self-confidence in applying the company's policies
nd his/her awareness of the role of these policies in developing employee

performance (Saleem et al., 2021).
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In accord with Martine (2015) employee performance is affected by the
prevalence of a specific culture at work. It results from a shift in technolow
development of production lines, or even job rotation, especially if culturefis dto
mental skills, including creative thinking. The employee’s experienceﬂ%@s dealing
with technological transformation and scientific progress due to theyknowledge and

skills that the employee possesses. Also, experience result fM)b rotation and
;e's

affects employee performance due to expanding the ')erceptions and

his/her involvement in different jobs. AIll this leadSyto th (W gaining
*aX

experiences that affect his/her convictions and duties aling with d'ss&ﬁ%mtion

of a culture of creative thinking. Chiang, d Shih ) ir@ﬁted that

cultué\xvfh innovative

thinking in companies. When their ¢ m is ex th@ﬁdy believed that
company culture and employee perﬁﬁnce a@;«s in

In conformity with a rec%/, Paﬁﬂran e:(ZO(ZJQF:%n assistant professor of

psychology at the University of South @zo anatee, said: “We found that

culture leads to bett yee pTrfor an!:e@t the other way around, but

experience has z;{xin ack"
in i

particular cultu ent

employee performance is improved mai by "fos

Ve,

sa gﬂt, the experience may impact verifying

!
¢
the relationsghwee empldyeé p@ ance and its impact on creative thinking

"

culture.% eriegte_wi Pe a n@’lating variable in verifying this effect between
L 9

the d

ent and independer@ﬁables. Based on the literature and the theory of the

cg\wbcomponent, the hypothesis is developed.
T

he above review of literature is related to the present study and is designed to

st the following hypothesis:
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H7: There is a significant mediator impact of experience between creative thinking

application and employee performance at the PCP.

2.9 Study Theories

-

In consonance with Feist and Runco (1993), around 9,0& references to

creativity and employee performance will be made in Iiteraturg (We next 30 years.

Today, the region has developed into a fertile ground ma

a diverse scope for creativity, and high levels of emp

2018). Researchers from various disciplines, incl
entrepreneurial experts, organizational researc
are all interested in this (Khan, Bhatti, H ain

below summarizes the main categow )erf

defined by (Martine, 2015).

dl"ersny of styles,

perfor Alghamdl

psychologi s'e@mcs

|olog| S;

ult%vheorlsts
qb VS Table 2.2

d @ﬁvity theories as

Table2.2: M eoretical Approathe reativity
h
Approach Prm&sse ti A\ Major studies
Developmental Creativity de over time m (Albert, Runco,1989);
ievement); m 'afecg- (Helson,1999)
nd % (Subotnik , Arnold,
() 199)

Psychometric ~ Cr,

n
Economic QC;
Stage & C
eSS

'ghll ting its

i be a ior are
ark rces” and
alys

reative'€xpr sion‘ﬁ?bceeds through a

com al series of stage omponents; the
pr process can beinear and recursive.
Elements

Ideational thought processes are
foundational to creative persons and
Accomplishments

0 nitive

(Wallach, Kogan, 1965)
(Guilford, 1968)

(Rubenson, Runco, 1992)
(Sternberg, Lubart, 1992, 1995)
(Florida, 2002)

(Wallace, 2012)

(Runco, Chand, 1995)
(Amabile, 1999)

(Mednick, 1962)
(Guilford, 1968)
Finke, Ward, and Smith, (1992)
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Table 2.2: continued

Approach Primary Assertion Major studies ?

Problem- Creative solutions to ill-defined (Ericsson, 1999)
solving and problems result from a rational (Simon, 1981, 19
expertise- process, which relies on general (Weisberg, 1999%
based cognitive processes and domain
expertise
Problem Creative people proactively engage ina  (Getzels, Csikszeptmihalyi,
finding subjective and exploratory process of ~ 1976) (RLNM)
identifying problems to be solved
Evolutionary Eminent creativity results from the (C pb% 960)
evolutionary-like processes of blind 1988, 1997)
generation and selective retention
Typological Creators differ along with key nson 20
individual differences, which are (Kozbelt, 2008) ‘
related to both macro and micro-level '
factors and can be classified via
typologies 7
Systems Creativity results from a complex (Ghﬂ;{éﬁ
system interacting and interrelated tmihal V{?988)
factor , 200

Sﬁe: Martine (2015)

Many academics in psyt@?y, ;7 tl(bpology, economics,
organizational behavior, and‘@ asfishown in I@e 2.1, have produced

theoretical models to characte an d crea\wty and performance. It is

worth noting that neuroscience Fullerton 013@ psychiatry scholars are also

4
looking at creat|V|ty nd it ela i 0 hun@"oehaworal performance (Fullerton,

2013). Nonetheléﬂtho mancéq)s still evolving, there are still some

questions ab&v)e\atlv y an &(“hprove performance. In the componential
theories |V|ty, D} (201 t out to understand the essence and function of

the creative Cycle in |mprovmg‘p_)a§. ormance in terms of phases that may be sequential

\
ent or underlying cognitive components (Kozbelt, Beghetto, & Runco, 2010).
%eq

uently, most parts of the conceptualizations and the empirical work on

Q;amzatlonal creativity depend on stage and system approaches.
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Every theoretical viewpoint has its assumptions as to what could have an impact
on creative performance. The developmental theories of creativity perfow
(Kozbelt et al., 2010; Sternberg et al., 2019) investigated the origins Ivity
performance by looking at the history of known creative people. Earl’%theses in
this category were established by analyzing the lives and history of @minent creative
people. It proposed a connection between developmental per OM and creativity.

5

Psychometric theories (Wallace, 2012) focus on calculat elconcerned with

the reliability (i.e., the precision of measurement) and validi yWuracy) of

“a X
imaginative evaluation. Psychometric theories @ other] inno at]vei(#ories

(Kozbelt et al., 2010). b 4 \,Y'

Economic approaches argue that créative,performa is di V%-'by market

forces or by the relationship betweewaj and the Iabi@%f creative ideas

(Levickaité, 2011). These concept@er

0
& N
terms of investment. Investi tive  processes c&;@ting of demand-driven
resource distribution framework n(] ed @’ve markets. The stage and
component theory of i Z (Amabhile Hénneéey, 1999; Klein et al., 2013) set
4 $ &
out to explain the essence and r \fuse fthgneative process in terms of phases that
may be sequential orwecursi ' derl(ij% cognitive components (Kozbelt et al.,
¢
2010). Mos % congeptual atﬁns(.ajﬁa empirical studies on performance depend

"
on thes@{a/ part @pproathes. 4\

iness organizations @é chaotic, fast-paced, and ever-changing world that

t Nd to adapt to thrive and succeed adequately (Sobratee & Bodhanya, 2018).

G y's businesses face "an environment in which confusion is the only certainty”, in

hich case "markets are evolving, innovations are proliferating, and competitors are

multiplying. Almost overnight, goods become obsolete. In these circumstances,
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"successful organizations are those that are constantly innovating with new
technology. It spreads throughout the enterprise and quickly represent
innovations. Such activities describe the "knowledge production” busm@onl
function of which is continuous innovation (Sobratee & Bodhanya . Ugwu &
Ezema, 2018). Y'

There are also internal factors that make creativity seen as the®ey to innovation
in today's organizations To add to the influence of the TW')ﬂd (Ugwu &
Ezema, 2018). As reported by Wheatley (2021), companigs req re\?ﬂq\odu/e vision

erous fraini Qr@s for

leaders to be successful. In response to this concern,

human research managers in businesses ha

dev 0 nd %moted as

ativm\co tencu:@ggny of these
programs have been adopted as M)mman r ce ing policies by

organizations worldwide, even tho ereis i Wen t their effectiveness

valuable methods of improving employee

\
and how they improve employ ive pgrfor nee. (I\é‘z? research and empirical

evidence are required (Cek ceh lu

I 201
Validation New% ches such ( son et al., 2014) defined the

4
creative process as cﬂq&)nenti n st echanlsms until the creative idea is
generated and valida (K ' ., 20 uch an approach goes beyond Wallace
(2012) Mo on5| er th éte(_} mplexity of the creative process and the

factors that, a tlt,‘( C exp e facts, motivation, and social influences). It

con s to shaping perfor
@t’

0 The Componential Theory of Creative Performance
Amabile and Pratt (2016) Component Theory of performance and Creativity is
a theory of creativity hinges on the Component Model of Social Psychology of
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Performance. It is one of the most common models of workplace creativity and
performance. It is one of the first systematic and validated theories of enwy!e
creativity and its impact on performance. In line with the theory, t@ntral
components influence the formation of creative performance. The firsf& includes
education and competencies, while the second group contains training, experience,

and personality. The third group contains the social enviro Wmabile & Pratt,

2.1,
|
®

L ,QR'

2016). A graphical representation of the model is shown i

Education
.| Domain relevant
. skills

Abilities

Training
»| Creativity-relevant

processes
Experience
Personality
Social
Environment

v \'T C}’ Source: (Martine, 2015)
@.1:@vpon\ | Model of Creativity
Y
\ ¢ 2 C,)

The Q)'Dcxppli bl&sklls rkﬁr;s to experience and expertise in a particular
dd’

field. &re in’rﬁ by al and informal education and individuals'
N
pe , cognitive, and mots%%kills. Creativity-related processes are the explicit or

it recognition of appropriate methods for developing creative performance. For

oative ideas, there are also appropriate cognitive styles and job styles (Sobratee &

Bodhanya, 2018). In agreement with Amabile and Pratt (2016), the degree of creative

skills training and techniques for developing new ideas are likely to influence creative
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performance processes positively. Also required are knowledge of creative practices
and the presence of certain personality traits. Work motivation involves the a?&s
of individuals to the job and their perceptions of their motivation. In@l, an
individual's motivation can be either inherent or extrinsic. Intrinsic ion is any
motivation that arises from an individual's positive response to thxaﬁty of work.
This reaction can be perceived as curiosity, interest, sat'sfm or a positive
challenge (Amabile & Pratt, 2016). 'Y. l

Under the model, it should be assumed that emplo erformance S influenced

"AX

by capabilities, education, training, experi(@nviron en a'd_\%itive
relationships (Amabile & Pratt, 2016). In thi the c&rﬁylir hYEompares
\'ng an@ggontents and

e t@ model with the

)@}i‘able that may affect

creative thinking and content applica\

current study, experiences can be fﬁ'dered a\esii%n
capacity-based training and th%tionnof creative thinking when examining its

&
impact on employee perf a}& E n are%t@knowledge or skill that an
individual acquires th%tfo T K, 'seeh a sure thing, or feeling it. It is

“
also defined as WQ theit to @ividual and affects their feelings
(Schiavio, Morﬂ{a erS
(o) d

i éﬁbarncutt, 2022).
* )
NN
2.9.2%%I-set Théory <

L o .
e, who observed @hallengmg goals are more motivating than easy
‘% reated this hypothesis (Lunenburg, 2011). According to the hypothesis,
e

rs perform complicated tasks without receiving the necessary training.

rming a t

dditionally, he made the point that the training environment needs to be clear that is,

it needs to be included in the training program. Additionally, there needs to be a
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defined strategic framework for communications across administrative levels. The

theory focused on skill training that was specifically designed to st

performance and ultimately lead to improved performance (Locke, Sha@(i, &

Latham, 1981). A

One of the elements of this theory was feedback, meanin%iformation can

be obtained through the results represented by the goal. The ?v to achieve better
performance, so poor performance is an indicator of t@eci Iiled training that
works to close the gap between organizations and companies N al., &23).
The theory proceeded in three steps: paying & to,th b Jrizn@es of

training, strategy, and communication. The semep N vatingw?_Nformance,
and the third step was ending with better cwnce (Loc al., 153\4)

N S

(f) /Q\
2.9.3 SternbergsTheoryE & (..}
Three different kinds \ lligen des d by Robert Sternberg's
\

diarchic theory of intelli erwaernbirg et I 2%. ractical intelligence, creative
lytic

intelligence, and ana int% are {these three categories. Successful

intelligence, accoﬁ@b St rllber IS an oyee's capacity to successfully carry

out tasks folm\m&org niza?al:lsta s. The worker requires an imaginative
i (

setting th intelligen ter et al., 2022). When assessing an employee's

—9

7

]

/

4
capaci %(eativity, e Iéxder’?@ision is equally critical. To boost an employee's

>4
performance, the leader musSRso inspire and motivate them to begin working in

Sl
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2.9.4  Research Model Justifications

In agreement with the theory, the competency-based approach, creative tw
training, discover the traits of creative employee performance. Exam@lude
society, capital, incentives, legislation, structure, and technology. In with the
model, innovative individuals, groups, and organizations are cor%d inputs to
improving creative performance (Amabile, 2011). This is alter y the creative
process and style, including creative reinforcements and 1 X:T'he difference in
esence of

input affects performance which can lead to a creati utcome. “Fhe

‘X
integrated inputs affects the improvement of cr@ywhich are i u]s @d to

training, environment, experiences, and educati well ds
organization (Amabile & Pratt, 2016). Thefeurrent stu

\ spir&ti} ns of the
for inputs that are effectively affecte

ncern@v&{h searching
an@' improve it. The

r 'ﬁi‘ng, support from the
N

pillars of the inputs are included

organization, the search for cr

&

inputs stand on recent

consensus in the structure MOryr
0

previous studies (Bhar% aseen, 2016)) | 0’
g &
& . (@
INDIVDUAL GROUP ORGANIZATION
i -Composition -Culture
- Cognitive - > > Performance
abilities characteristic -strategy /<1
-processes -Resources
N\
Antecedent Environment

Source: (Martine, 2015)

Figure 2.2: Interactions Approach to Creativity
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Like the component model, the interactive approach considers cognitive abilities
to influence individuals' creativity and performance. This, in turn, impa?ﬂe
creativity of the group. Moreover, the group's structure, characteristics, a |ons
impact more than just the employee's creativity in his/her tasks bul‘HLgﬂployees
performance. However, there is also a general level of creative oWThe model
does not measure the potential impact of a creative performance setting. However, the
authors relied (Amabile, 2011) upon argument regarding rRe.o

f'performance in

skills related to creativity.

As part of these creative skills, awareness, le , and exp nie @tlvely
impact performance outcomes. Although t rs aI ted\/mhamlan
Willander, and Larsson (2011) assertion that p r e or @E/.Iedge could

eﬁ?erl
contribute to the “persistence™ fe t discou m@%uals in certain
situations. As with the segment m e e mter %pr oes not consider the

\
remarkable impact of the ty k (sﬂch a natur(Q imagined life) on the
employee performance o me y J ac ‘élty based training response
egy nd'enbonment is a hypothetical hub to

(Glz, 2015). This stu% ing str

influence employe ﬁ@rmanf com nts contain policies, decisions, and
ﬁ:eﬁb

an ideal envir for 'und(Jh&/to create an appropriate learning and

training env! nt mte ects V(Jh the theory of the environment and the

requwe intepactio ocess% This is essential for creative thinking and its

appm&\, which includes @éader s vision and the culture of creativity in the

OEE tion. Virtual components intersect in theory with the organization's interest in
ation and the stability of training and capabilities. It may be a natural addition

Qen studying the study results in allocating this theory and its development in
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keeping with the variables presented (Amabile, 2011; Amabile & Pratt, 2016; GIZ,
2015). Yv
This theory was developed through a proposal that examines the@uship
between capacity-based training and the application of creative ﬂﬂ;wg These
elements represent the leaders’ visions of training importance and itsy§upport and the
implementation of the training strategy. This strategy must be develeped to keep pace
with scientific developments, the competitive environ Y 'he institution's
creative culture. This will educate and inspire the empl@yee to ¢ons e value of
ional leyels (612, @)
ve emfal erf%mnce the
current study is concerned with employee e:'ihro\ dlre:g;tlve inputs,
contrary to the theory, which did not @ mention rea@“mputs However,

it assumed its existence as a produc 0 teractlv

N
The goal-setting theory r%ear hﬂw crucial |tt'£t?) design training that is

&
specific to each employ \hlls LL € et al @81). To inspire employee
performance and attm%? perfor Pay “the ining environment and strategy
should be improve lowing tr gcur um (Lunenburg, 2011; Swann et al.,

2023). The s mpe based training to boost employee

creativity performance at both personal and organ

addition to the work environment that aims t

performance SF) line |th t tléoq.j?he training environment and its strategy—

WO ke c nents’ bility=based training—intersect with the study model

(@]

on n the theory suppo@#g these components' ability to raise employee

pé nce.
Q Sternberg's Theory clarified the value of intellect and creative thinking for
orkers and connected them to their skill sets (Sternberg et al., 2022). The

organization's innovation goals must be aligned with the improvement of the creative
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thinking and leadership culture to drive employee performance and attain greater

performance (Shanker, Bhanugopan, Heijden, & Farrell, 2017; Sternberg et alq?ﬁ)

. The theory is supported by the findings of the study on using creative ﬁm}; an

its components to improve worker performance. In terms of the th derlying

o

their capacity to improve worker performance, two key elements of implementing
creative thinking in organizations—promoting a culture of rem and enhancing
the leader's vision—intersect with the research model. z

The literature evaluation of work quality reveals that it isja istic asp
B

ect of
Yw

employee performance. quality of work needs busi to incre C(jm@lcies,
time management, and clarity in plans and g a@ Pale{t}ﬁan Civil
Police must improve the aspects of work W sed@\n sKiMls, incr,@:zt:aining, and
update processes and objectives accor& %()Die strategi Iys@gthe nature of this
organization. In addition, the literaturg,analysis %e t@employee innovation
Q%( “ >
i &

required good training pro

rom 'the rgam(zQ , Clarity of training

methodologies, and Ieade%\gaiﬁr@on. The leadership of the

Palestinian Civil Polic to look for rdgrs.@to increase employee invention
4 ¢ &

by depending on traiming pr(@ vatin (a,strategy to improve innovation, and

02

activating regulw i 'oneeﬁﬂovation.

¢ ? (,)
Q:) &
2.10 Cohceptual Franle yofm&tudy
Yw

ponent Theory, Goal-Setting Theory, and Sternberg's Theory are some of
& S

t%\t common models of performance in the workplace. Component theory is one

e first systematic and validated theories of employee performance (Amabile &

ratt, 2016). Similarly, Amabile and Pratt (2016), stated the degree of creative skills

and training are likely to influence creative performance positively. Techniques for
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developing new ideas are also included. Also required are knowledge of creative
practices and the presence of certain personality traits. Meanwhile, work movm
refers to employee attitudes toward their jobs. A literature review describecm\smpact

of competency-based training (CBT) and creative thinking applicatim;gemployee

performance. ?

2.10.1 Competency-based Training (CBT) z l

In conformity with the literature review, foStering aiwmpetency

@

(Pathiranage, '2@?;%

tes exciti and{,%buraging

necessitates a training setting with unique require

availability of a training environment that i
aspects for competency-based training is past of the pres)ara tgn for @Tg:mance. The
existence of a training strategy Witw. content polie’%‘aims to achieve

measurable outcomes (Zacharias e%OZl). \mgwn g@ﬁonment and training
E Z N

strategy aims to improve empl wleaﬂe an Iiti(Q 0 improve the quality of
i cre

work and employee innov*':ohrgzll i sho@
enhance employees’ ialbto innavate fand @ work challenges (Shen et al.,
4 $ &
estand the

2013). The empl{%ust ur guork requirements to improve their
performance byrel 0
\ ¢ ! (?
knowledge ageneral fo da‘on(ajr included with the essential policies and
% N
instrqut{/ dringﬁ%lters@ﬂ). The foundation for developing abilities to

i QA | f rm};~ knowledge of work quality. It f
imp employee performa is knowledge of work quality. ocuses on
N

c:*_s?bess, mastery, ingenuity, technical expertise, and innovation in planning,
e

ase their capacities and

encyﬁéd training. Professional and technical

rming duties, and solving problems (Martine, 2015). Workload and coping with

Qa stress are both markers of improved employee performance. Apart from that,

offering functional abilities guarantees that the process of enhancing employee

67



performance should be on track to meet the organization's objectives (Motlokoa et al.,
2018). Yv

Competency-based training aims to develop creativity to create i |t'\ and
build confidence to influence employee performance. Improving perf e leads to

raising the competencies of taking responsibility at work completing work on time and

raising the competencies of supervision and follow-up for th Mee (Shen et al.,
2013). Pending the theory of the creativity componen i; g,
personality factors are crucial to developing good perfo ce, hwuogous to

]
ide a| pa n'of_\c%‘?;ing

eir_peff ce a@;zr*eflection

'experience, and
is

the creative components. An organization must

competencies that assist the employee in enh

on the quality of work and essential comipetencies ai\th ployg&arakaya &
Demirkan, 2015). \: ,

Or

~ B L\

o

and employee perf
inventory may affec s well as creative components such as

professional int, [creati rn'otié-‘["l%n, and creative thinking (Schmidt et al.,

2016). % :D)f {.\\

lear and authentic | r's vision must apply training outputs, creative
A \“%*‘9

t%x knowledge and skills, and a change in employee innovation (Redifer et al.,
6 ). A leader's vision contains beliefs and policies to help it achieve its objectives.
is also essential to instill in the organization a culture of training and innovative

thinking and emphasize the value of both. Organizations must also cultivate a culture
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of training and creative thinking and emphasize the value of this training and its

impact on personal development and achieving the organization's objectives.

important for the organization to be a leader in improving its offerings by@g on

employee performance. There is little doubt that equipping employ creative

abilities will increase their capacity to manage time and make the bestyise of available

resources (Schmidt et al., 2016). \,
As induced by other studies, encouraging the em e(o irrovate is not a
spontaneous process. Preparation and training hinge on“ereative fide raining in
]

thinking outside the box is required. It allows the yee tQ se ﬂo@rious

options to solve work-related issues. It is ass ith em mc{iyation and

a’arn (201@;tiawan and

eal@h work problems.

sde. which will make

N
e. T@mployee can hone their

&

employees express their compdéwith
innovation skills and con{ii}a 31 0 diffic%' S using creative thinking.
Employee performanc% e improve k‘)‘J pab]g attention to innovation and
4
providing them w'Went@b& nal
service quality. & {Q
(f} * 27 ‘-'7('}
&
2.10. erient {\
Y.

goro et al. (2022) ar of the most influential philosophers of education.
e

=

Confi

8

ities. This allows them to improve

Hosophy has become the basis of modern educational theories applied
& dwide. He defined experience as the interaction of the organism and the
nvironment. He describes it as dynamic, unified, communicative, historical, and
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socially oriented. The experience is constantly changing because there will always be
new interactions between the organism and the environment. T

Research on work experience has shown that employee with @Nork
experience has a particular approach while participating in Iearnlﬂg%_mstan &
MacEachen, 2013). Studies also showed that work experience helpsWon relevant
information, leading to higher learning behavior (Ding, 2014)%In contrast, an
employee with more work experience gained increased jo x:gi and skills over
time and invested less in learning than others. As a res he e er y impact
competency-based training, creative thinking application, and employee [)er ance

G

(Quality of work and employee innovation).

2.11 Hypotheses \c)
H1: There is a significant imp f cor@%%
performance at the PCP. ‘% 0

OK\
4

d\&‘ﬁ‘alnlng on employee
&
H2: There is a significant impact of creative thmklng application on employee
performance at the PCP.
H3: There is a significant impact of competency-based training on experience at the
PCP.
H4: There is a significant impact of creative thinking application on experience at the
PCP.
H5: There is a significant impact of experience on employee performance at the PCP.
H6: There is a significant mediator impact of experience between competency-based
\‘ training and employee performance at the PCP.
\ H7: There is a significant mediator impact of experience between creative thinking

application and employee performance at the PCP.



The following diagram depicts the study's hypotheses:

Competency-
based Training

Training Environment

Training Strategy

Employee
Performance

Creative Thinking
Application

leader's vision

Culture of Creative
Thinking

The theoretical

&
2.12 Chapter Summary T\ ,éé
as co I

performan%j? S Co poyn él@y of work and employee innovation). Their

connectign/to mplofe f'orma,%é}n both civil and military institutions was also

highhi in this chaptel\‘%ﬁrthermore, competency-based training and its

co\ents (training environment and strategy) were discussed, and its connection to

Oﬁ mployee's performance and its components. The application of creative thinking

and its components (leader's vision and culture of creative thinking) and its connection

to employee performance. This chapter also analyzed and studied the relationship of
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variables with the mediating variable, which is experience, based on the context,
literary analysis, and results. This chapter also reviewed the theories on which w
to clarify the relationship and the quality of the study and its ana \f the

intersection, literary criticism, and disparity. The conceptual framew@Neveloped

by clarifying and commenting on the theory and previous studies. R
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