CHAPTER 1

INTRODUCTION (,}
1.1 Introduction ?

Employee performance reflects the quality of work done b pany personnel

(Ramya, 2016). The employee's performance impacts ?h.erlcompetency to

address challenges in novel ways (Anitha, 2014). iness sw‘rested in

competenci (’-I(e.r\é‘n;]&

ccessfu ersc@ﬁbes their
N~

themsélves in workplace.

enhancing employee performance by focusing on tra
Felfe, 2013). Employee performance relates t

job, completes necessary duties, and

Performance is determined by the quw}mty, an pet@of work (Anitha,

2014). The impact on employee pe ormance nec s t ,@ation of competency-

based training, and it is an ap p f velopi nctlonal competencies.

&

The goal is to identify the |IIs edeli i ence loyee behavior and develop
ty (

new competencies to i e ob qua |'g Yaseen 2016). Firms look for

f

4
innovative trammg ckages@s& mplgge'%ompetency and improve services

(Wheatley, 02 {Q

f th wor dJerUl s the employee's performance. Employee
be

work q rs to"the ijlty ok&owded services and the employee commitment
uallty pillars, such{s}é’ompetenmes productivity, time management, job
\wge and task completion (Daniel & Invention, 2019). The quality of the work
:: cts employee performance. The outcome is visible in the employee’s increased

[

ills, increased excitement for work, renewed experience and knowledge, and

improved capacity to compete with others (Yan, Basheer, Irfan, & Rana, 2020).



Increased productivity is one of the most critical cornerstones of work quality.
Companies can improve their competitive position and profit margins by mc?‘hg
productivity (Nayak, Sahoo, & Mohanty, 2018). (’}
Employee innovation and performance are inextricably linked: ds to the
quality of service and improves employee capabilities. It also aids |Wevelopment
of a competitive spirit within organizations and the identification’of strategies to
improve employee performance. Furthermore, it aids in t ?t;l'nprovements of
internal decisions taken to solve difficulties in numero ctors ( ‘& Felfe,
ighlighted thap all @Eive
sult, the yee\blgbmes the

2013). Yoshida, Sendjaya, Hirst, and Cooper (201
activities may be linked to employee behaviors:

central point for firms looking to impro con\pet ies t Vz\-/'ide higher-

quality services. \% é

Competency-based training i tlal for Yee g@rmance development.

It emphasizes employee talené cannbe hance improve performance

\hp &
(Gervais, 2016). In addition to empowi on@nh time management skills,
Lam |dn

this form of training %, taff

training environm %reqﬂ amgej the impact of competency-based

time management. A suitable

training. Halls,gtrainess, tr ateri Is‘,':’effective ventilation, and competency

i
growth are wrsto es of proyﬁ(j%rformance (Dunstan & MacEachen, 2013).
The tra % ategy’ i of thé?lllars of competency building; it outlines the
Yw

S

( hirana, Hui, & Knowledge, 2018).

actions that @V be made to improve employee performance

Employee performance is related to applying creative thinking, which is crucial
enhancmg employee competencies in organizations. The application of creative

thinking in decision-making requires functional competencies that improve the quality



and speed of decision-making (Shen, Lai, & Sciences, 2013). The leader's vision has a
significant impact on the success of using creative thinking as a sustainable m?ﬂn
organizations, which helps to improve the quality of work and subsequentl s to
improved performance of employees. The creative thinking culture |ﬂ¥ne of the
essential foundations for applying creative thinking. The targeted pIaY‘ms found that
the presence of this culture has an impact on positive employ% mance direction

This study looks into the impact of competency=based train employee

(Schmidt, Oh, & Shaffer, 2016).

performance. This will necessitate verifying the im

f the traini }n@ment
erforma mpo@ﬁ's which

stmﬂy I stlga@e impact of

applying creative thinking on emplo erfa'mance

and training strategy on the current study's em

are work quality and employee innovati

the impact of the leader's vision a atlve t %ul ;{\on the current study's

employee performance compd%/ rkﬁuallt and @oyee innovation at the
Palestinian Civil Police. \ $

c—a“' A

1.2 Research Ba ound '

‘

Many or ove oyee performance because of its impact
on the quali rvic and ol‘ﬁn({) k problems (Budiharso & Tarman, 2020).
Th|s |s y explori mnov&\/e training initiatives that positively impact
em behawor (Motloko@kantm & Monyoloc, 2018). Some companies have

advanced training, especially competency-based training, as a critical factor

0 encing employee performance (Kim, Hon, & Lee, 2010). This is due to its effect
n

a person's thoughts and functional abilities and their ability to function individually

and collectively with functional competency and innovative skills (Sternberg,



Kaufman, & Roberts, 2019). The fact is that employee performance reflects the
quality of the company's services and makes an essential contribution to T
development and competition (Sternberg et al., 2019). PCP is o
organizations that aim to improve employee performance. Over the?& PCP has
created training programs to improve employee mental and functionmpetencies.
The quality of work is essential to employee performanceN its relationship
with its types and the number of services provided. Co gn.t industrial and
service sectors exhibited a keen interest in the qualit thei Wwweet their

eidat, - aﬁy@‘glﬁ).

financial and competitive objectives (Farouk, Elanai

Job quality must be continuously improved at d th\jgauipment
utilized at work to attain the necessary pro Y(Ehepkwony,
2022). This entails improving productiqualit or @ork by removing
bugs and errors. It is accomplishe suggestl\ne\xi as t achieve the desired
improvement. Organizations a tlo be m(br@tive. To ensure that the
administrative organs ach |r y m ork to develop employee

performance. Among s ar add ss|ng®ues and keeping pace with the

4 2
enduring cycle of wlty ( irana e@OlS).

Employe inno Ifor onee performance since it allows them

to be creat he| ork orhe &D(aes found that anyone may enhance their
mnovat ts in & partiCular a y training, learning, and discovery, regardless
of | tellectual aptitude c@drona Christodulu, & Rinaldi, 2017). Employee
p nce is also affected by the development and implementation of training
G ods. Corporate executives are also concerned with ensuring that employee
elieves in using innovative thinking in their firms to increase work quality, which is

necessary for innovation (Mira & Odeh, 2019). Improving employee innovation lies in



identifying the problem and describing the different aspects of the problem in detail.
Among the practices that can be done are employing functional capa :
innovation, alternatives, and problem-solving techniques. An innovatorc%ﬂands
the problem and then thinks of how to overcome it. Employ formance
development also helps workers to anticipate the problem and cancel it§ impact before

it begins (Ritter, Gu, Crijns, & Biekens, 2020). \,

i sc improve employee

Competency-based training is a type of training tha

performance (Gonczi, 2012). The fundamental purpose

between the employee's actual level of competenc the degre f'co ence
expected on the job. These gaps arise due to or% ger%&~ system'’s

results, which reveal the magnitude of thetperf

performance flaws (Afroz, 2018). \: ,

The training environment is %dered a

based training due to its impadé em&oye cquisition’ of knowledge and skill

(Rajapathirana et al., 201 %Conr ntsyof an | training environment are
petency-

gapsand hi t employee

®)

nc gj‘actor in competency-
N

.%ﬁ_j

thought to be the foun% r com ‘t:dsedbaining's success. The interaction
4

\m.e ts, Sééh)as trainers, the hall, curricula, and

of the training envirgnment's f

[72]

training setting\ilﬁpact per&iﬁ'{ance (Afroz, 2018). Companies have
expressed i e(eﬂ)n theltraini '@Jment to ensure that employees gain skills to

improv ir perfornfance

training strategy is @an influential factor in competency-based training
A ~

beeauser of its impact on the organization's orientation toward building employee

.
aq

erformance (Zacharias, Rahawarin, & Yusriadi, 2021). Employee performance is
ought to be influenced by the components of the training strategy represented by

decisions and policies. As a result, companies are looking to improve their training



strategy to influence employee performance (Rajapathirana et al., 2018). Industrial
firms are interested in using performance to develop a training strategy to heIYI!m
accomplish their training and competency goals. These businesses also@g} that
training can help to improve work quality (Halawi & Haydar, 2018).

One of the features of boosting employee performance is 'R&Bplication of
creative thinking among employees (Shen et al., 2013). The primary*goal is to provide
employees with the ability to be more creative to i me"r performance.
Problem-solving abilities, meeting work obstacles, and&innova 'ow‘efit from
re intgrested) il d&@gr:ing

ationd’ anies\gﬁcourage
employees to use these skills, particularlygreative thiTkin\in thg@o.rk (Barrett,
Vessey, & Mumford, 2011). Furtherr&ﬁ]g for ive @king necessitates
the establishment of convenient halls,with vﬁ&%ui

significant difference in creatm%e

creative thinking. To increase performance, compa

staff competencies, such as creativity an

Ahﬁts This can make a

nt aﬂd in aatlvggiz?nmg Moreover, special

attention must be paid to other logi tlcl uch as*ﬁghtmg ventilation, and other

tools that allow the use the local én\qbnment skillfully to support the
g ‘4»

training process. T N{o equr \bsa ees |nformat|on and skills following the

sought obJectlv raln ycle is to be successful and efficiently

carry out all g@al tasks, w e the @Eﬂ)er of trainees in this category should range
t o)be

from ei Ives(Bur 201~25\Shen et al. (2013) emphasized that to achieve

Qcompetency in the t@ﬂng process, technology equipment, and supporting

ust be used to organize the knowledge and skill to make consolidating
e

6 tencies easier.
The leader's vision has an impact on employee performance. When employee is

unaware of the goals to be attained in their employment, the vision can motivate them



to work hard while eliminating tedious labor. It may also encourage staff to work
more dynamically and engagingly (Herrmann & Felfe, 2013). Research hasvm
that the leader's vision regarding the training goals that the institution inte@httain
impacts employee performance. Eliyana and Ma’arif (2019) recomw that the
leader's vision impacts the training system in businesses in terms of &?

The topic of developing a culture centered on creative thWapplication and
its relationship to employee performance has recently pi Y;n‘erest of certain

scholars due to its importance. Schmidt et al. de Iaw training

@

Yw
implementation requires innovative ways and a @Q system th ke&p&‘u} with
i of

scientific progress. The desire of senior exe oster Itur@ creative

lity O,Qngﬂ work and

thinking among government employees Will impac

%

employee performance (Laschinger, Finggan, Shamian,

Since its formation in 1993, 's focus \Deeg

N
Therefore, it has tried to deve%ing &ogra S«on Q)a@going basis to increase
employee service qualit&% J ception é@‘l 2000 (construction and

establishment phase), %

’ 4 ’ &
2001 to 2006. Aft N@?, the' \h‘u ion &se began, and the development of a
gtuFM

new police restr, be wittctjfvfking to develop the PCP administrative

¢
system. Fur e, the inco oréti ocess continued through 2012, along with

"
the imp% ion of ‘ms and&ﬁuman resources programs by the police from
X
2013.t0 2020 (G1Z, 2015). \c.}'

\rthermore, the police force focused on human resource training in developing

G for police departments to improve employee performance by implementing
a

ining courses inside and outside the country. The training programs were

characterized by an attempt to provide the employee with functional capabilities and



innovative skills. This is done following their duties and police rank (Hussain, Konar,
& Ali, 2016). In its 2020 training plan, the police indicated the need tow
innovative employee training programs. This aimed to increase the pr \ly of
human resources while keeping pace with scientific and technologlcﬂl‘;wlopments

(PCP, 2020). Human resource training is an essential issue |n anyyorganization to

’ZI

achieve organizational growth and advancement in employe rmance. These
benefit workers, managers, and employers expecting to ?:mrloyee behavior
towards innovation and productivity through capacity=based w creative
thinking (GIZ, 2015). [ _@

Functional capacity building in PCP reli i Ieme1ft| anc;@fmployee

ication of@e thinking,
depending on the nature and scop\%lr work Qohar, 2020).

Furthermore, these programs are to war \ne lj b@pabllmes rather than

job-specific subtasks. As a res%oyee erfogmanc (2)@".}} not be visibly affected.
\h ﬂ%mjljyn e@h eds to improve employee

training programs geared towards mnovatl and the

J

PCP intends to rely on a job a Iys;’ %
performance, as state%(OZO tralning I 'n is primarily due to the central

tenet of the Human wrce [19 (Hg,mf the necessity of creating advanced
&6 ure
i

training progr s ane trai scientific foundations. This includes

attempting t n nin vatlv and c% ty-oriented ways (GI1Z, 2015).
ke

H mployee forma&e development saves time and money to train
em conS|der|ng their @hg needs; by using an innovative approach to deal
blems and work pressures. This is achieved if the targeted groups' training

rams are formed in light of assigned tasks to them, and in light of the training

ategy plan. The Programs not only bridged gaps but also mapped deficiencies, and

built employees' capacities (Rybinska, Sarnovska, Antonivska, Ponochovna-Rysak, &



Nikolaieva, 2021). However, developing the training environment and strategy is
contemporary creative organizations' central focus. This method crystallizes w
trends through philosophical and scientific approaches to functional vaIu@ards,
and practices that improve employee performance in a flexible admi ive system
free of complexity and rigidity (Sagwa, 2021). Y~

To develop employee performance, workers must be mmed to learn and
find new ways to solve work challenges (Laschinger %&)]') PCP Human
Resource Department creates training components to ac the prog t‘ provides

N . . X
information and skills that enhance the developme mental abili eq t(l\‘i%prove

employee performance. Moreover, this develt?bg coach§ and{t/megies to

o AX

trai programs is
P rce. The current

develop the training programs. Implemew of

expected to positively impact emploNerarmance I
study improves service quality by ir@%ing eﬁge r;(}nce (Glz, 2015).
N
h% ing” @?rmance and has been

PCP is concerned wit

e
continuously trying to im \hhoujw dep &nts, including the Training
; raining b

Department (G1Z, 201% g the
4

task of improving WOyee '

requires signifi&t rt '

training pro Sf’) be devel déci&ct?ically. This cannot be achieved without a
NN

clear tr@i{g/ an that_is Pticulec&y and scientifically organized. There is also a

neeg&nsider all these re@ents to engineer the training to achieve the goals

sg d in this plan (GIZ, 2015; Odeh, Salb, & farmer, 2016).

ent's functions is to match the

' g 4%
nce,é_,s own in Table 1.1. This process

f Ther@w‘é, it should be well-researched for the

o



Table 1.1: Functions of the Training Department

Planning and Development

Organization and follow-up
on the implementation of
training programs

Evaluation (effecti

1. Develop the overall annual
training plan.
2. Develop the training strategy.

3. Analyze policies and develop

proposals on training and
submit them to the leaders.

4. Analyze, study, and assess
training needs within the

organization, departments, and
among personnel.

5. Draw training needs from the
performance evaluation reports
linked to the strategic plans.

6. Draw training needs from
performance evaluation reports
of the departments and districts.

7. Draw training needs from
performance evaluation reports
of police officers and job
analysis reports.

8. Develop a quality management
process and the relevant
standards.

9. Identify the required sources.

10. Support, train, and facilitate the
work of Police 11. Departments
in planning training needs

11.Design and develop the training
plan

12.Train and develop trainers

(o

1.3 Problem Sb@t

3

1. Identify and select target
groups.

2. Identify the criteria for
involvement in the training

process.
3. Organize the process of
sending affiliates on

external courses.

4. Ensure the availability of
all training requirements.

5. Make an organizational
decision that ensures
quality of traini

programs.

6. Quality control of cu a
and trainers

7. Monitor all aspect the
training procev ure
the sound implementati
of the tmaining Jprog
followircMards

<
SYE

1. Develop
policies.

2. Develop,
tools.

3. Preparati d supervision
of trainées' evaluation in all
internal and external

1
cou

4. tion and supervision
trainers' evaluation
ervis,on the evaluation
aIaticé?ocess
p aﬁh& and

leth the
18s
g Applicﬁ of knowledge

valuation

0.T rmation
11. Impact of training on
performance

.Draft reports on the

(") efficiency and effectiveness
of the training process.

Tl'ne @mmian Police Training Strategy (2020)

N : O
The stu%Ntlg es,the syd ofﬁgpfovmg employee performance. It assumes
that com@ ased/ traiping a reative thinking application will improve

emplo %ormance.

xp@rien‘&p"is also a mediator that can improve employee

N
pact between independent variables and employee

Organizations and businesses are motivated to achieve their goals connected to

pe‘& e and explain the
§nance.

improving the employee performance of their services through

improving



competency-based training (Dhar, 2015). As a result, businesses seek to organize
competency-based training programs to promote employee performancw
employee should be able to face job issues and come up with creative solt('%\ue to
competency-based training (O'Grady, 2018). The gap between ¢ cy-based
training and employee performance is bridged by the tralnlng ironment and

training strategy in organizations (Chappell, Gonczi, 2020) The
;r

competency-based training procedure requires a friendly opr jate atmosphere

within plans to influence employee behavior an tinu uswnce their
performance to keep up with rapid scientific gro s a result, s#]eieg must
constantly build a training environment and trai ateK the X-Abazov

2015). u\ é\v

The creative thinking appllc a S|gn| t |r® on how well

employees performed (Afriyie, Ibn M'_b_s ?20 )\ order to increase

@

productivity and generate cor oflts orga 'zatlon ed to depend more and

more on innovative thinking, Sa I dSaré@a (2011) also made the point

that a leader's visio ; comprises gdldsbes and directives to improve
4 ¢ &

employees perfor mls r@ use tive thinking. The knowledge base

and innovativegabilities t ' plog*'performance are part of the leader's

transparent incere ision. SLﬁerb(as are inspired by the leader's ambition to
ah

foster |%

Yw
Che Chang, 2015). Co@dently, training management in businesses helps

s become more adept at supervising and counseling staff members to raise
oyee performance.

6 It is also necessary to inculcate a culture of creative thinking to raise employee

performance in the organization (Martine, 2015). An organization can be a model or a

Iaceuéhi raise employee performance (Weng, Huang,

11



leader among government agencies by improving its focus on employee innovation.

No doubt providing the employee with creative abilities will increase the emwas

ability to manage time and make the most of available resources to boo@oyee

performance (Anderson, Poto¢nik, & Zhou, 2014). A

Quality of work and employee innovation is affected by the S'&a knowledge

and the employee experience gained through training, learning, ‘and doing his/her
gver

work. Experience impacts divergent thinking (fluency) gfnt thinking by

selecting highly original concepts through innovati inki W Bae, &

@

emonstrated) that &ﬁa}l‘zgyee

., 2010),_|ts eu@&?ced that
T

DeBusk-Lane, 2019). As a result, previous studies

performance is related to experiences (Redi

cognitive inventory has an impact on ati comron S, W are creative
motivation, creative thinking, and prwal perspective; as @‘as on functional
abilities. ? ,q\

N
Pradhan and Jena (2017% that'|mpr ed eéo nce is the first step in

strengthening the quality qh& an ee in tion. Moreover, employees
with

need to have the abilit rk-r f‘téd@llenges This study also stressed

'3

the importance of loyee ac Qung success. It is vital to look at

programs that help people

effectively, %ploy must aléo @/ behaworal abilities. The extent to which
HRD e% s cafmpre

exp e IS urgently needed.}&gnlflcant improvements to the police training

theé\eneflts of creative thinking application and
p to improve experience are essential, given the importance of employee
& rmance (Odeh et al., 2016; Prajapati & Pandey, 2020).
Like other civilian and military agencies, PCP strives to improve employee
performance and maintain a good level of service to citizens (Nairat, 2019; PCP,

12



2020). However, PCP should look for ways to improve the performance of its
employee by providing training programs following these requirements. Thlsw
that they can generalize these programs and delegate them to receive t \Ossary
assistance from the top management (Prabawati, Meirinawati, AUarlyanda
2018). the results of the citizens' survey conducted by the GermaWncy on the
quality of work and employee innovation at the PCP indigﬁ. t the quality of

services varies, some good and others poor. The survey alseyre alec' that the lack of

competency-based training hinders employee perform . There P should
focus on improving its foundation, including the ing enviro n’ @rshlp
decisions, policies, and training strategy to enh empl Y rfonQ/che (Li &

Hsu, 2017; Schmidt et al., 2016). é\v
iceé‘&onnel revealed a

An analysis of the issue of sub erarmance

gap impeding better performance @uf( Aym g); y& in et al., 2016). The

disparity indicates that the pol%ende ce o canve@wal training programs to

enhance performance is one of th aur ir sub erformance (All & Ayman,

2020). However, the rer analys dli ports suggested that the police

’

should reorganize théytraining i us ompetency based training (Odeh et
., 2016). Ac din 'udy embers of the European Partnership
Mission to t th Pal £n@ ce, which sought to diagnose employee

NN
perfom% re isfa deapth,of research in the police record regarding the creation of

em rammg envnronmens}ﬁd training strategies for improving performance in
at can be fixed by competency-based training (Pijls, Leliaert, Mergen, &

rtshaw, 2023).
When examining the realities of administrative development programs and their

instruments, the lack of creative thinking and the issue of employee performance



becomes apparent (GIZ, 2015; Nairat, 2019). PCP offers five training courses that are
only intended for its staff members. There is no training specifically aiw'm
developing the leader's vision in these programs. Additionally, it W:;U} that
leaders' abilities to create strategies and implement work policies WeAan (Glz,
2015). According to Rumman and Al-Rahahalh (2016), advanced tm is essential
for any organization that wants to enhance the vision of its_lead Innovation and
creativity-focused training programs will improve the perf X:f 'eaders.

The PCP's disinterest in promoting a culture of ive t inw‘ne of the
reasons for the subpar employee performance @019). al ellikééivr:g a
significant acceleration of scientific and tech ical advan , a d fhe police
\ abi@sg recognize
e a@alities of creative
{T\Pt)re, offer encouraging

policies and an incentive strnés V\fé“ a arge% ionships with creative
w

institutions employee perfqﬁxia isI

ssﬁéh et al., 2016; Rampa &
Agogué, 2021). ( —j yj"l )
4
M led t

he police's deficiency in applying

Analysis of N'e\rreseelr
creative thinkir{&rtly e for(‘:g!’ performance discrepancy (Ahmad &

difficulties, solve them as they arise, wr

skills. Because there is no true visi romote ativ

93

K o]
Mahmoud, ; JAli, [Sirko & Fer cova, 2016). To properly handle work

\ - -
obstacleQ\/ enhah oneé};erformance, Nairat (2019) underlined the

significance of equipping st@embers with essential creative competencies and

I%m their fear of making mistakes. (GIZ, 2015); Halawi and Haydar (2018)
tresse

6 d the value of using creative skills to boost worker performance and the
orrelation between an organization's creative culture and worker innovation and

quality.



Lastly, police development businesses' findings suggested that part of the gap

influencing staff performance is experience (GlZ, 2015; Halawi & Haydar, :

<

Experience is a reflection of the information and abilities that a Worker%\p b
labor, training, and following instructions from a supervisor (AM%, Sinaga,
Nasution, Sigiro, & Purba, 2022). Documents revealed that thmeriences of
individuals and cops were lacking (Rumman & Al-Rahahalh, ). The lack of
capacity-based training, the police's inability to use in K.thl'nking, and the
absence of self-education plans could all be factors in th aira ZW

impact of ¢ pﬂte.rfy)\‘gsed

Therefore, the present study aims to examine

training and the creative thinking application o

ee peﬁ‘ ce. 'Kh/gaoal is to
raise the level of performance through thetimpact of o?mp ncy- Vz:raining and
what it contains in providing a trainin %ment an min@‘f'ﬁtegy. This study
aims to verify the impact of the@oner&v ti king application in
implementing tasks by supporti%eadeﬂ Vision «provi \g ways, and spreading a
culture of creative thinkin htb orla a to ivﬂ\t}ove employee performance.

Finally, verify the i experience @n 'nd@ndent variables and dependent
L7 &

variables. (J

N
N ,_,)(./
1.4 Resea;c jectiyes ’ (_;
\
rming .th ynpacléﬁf competency-based training on employee

N
rformance at the PC%

77

. %To examine the impact of creative thinking application on employee

Ny

performance at the PCP.

l

3. To determine the impact of competency-based training on experience at the

PCP.



4. To examine the impact of creative thinking application on experience at the
PCP.

5. To analyze the impact of experience on employee performance at @.

6. To evaluate the mediator impact of experience between coﬂ%cy-based

training and employee performance at the PCP. Q
7. To evaluate the mediator impact of experience be(wWeative thinking

application and employee performance at the PCP.

1.5 Research Questions '_\C}
The study examines the impact of en% aini.Q%Y*and the

application of creative thinking on emplo ugh t@&]owing sub-
questions: \, é
1. What is the impact of comp@sv

the PCP?
hiver' i ppli @n on employee performance

at the PCP? ' Q
4 2
3. What is the iﬁwa\ct of c? \en.p -bas%lyaining on experience at the PCP?
ive thin application on experience at the PCP?

4. What is the impact o
¢ I QR
. Whafl impact of e elén@/o employee performance at the PCP?
\
t ISithe

6. meédiat ‘unpac experience between competency-based training

Y-v
&i employee perform@at the PCP?

\Vhat is the mediator impact of experience between creative thinking

05 application and employee performance at the PCP?

2. What is the impact

%

o

16



1.6 Significance of the Study

The discussion of the study's significance from a theoretical and pwlml

1.6.1 Theoretical Significance ?

The present study clarifies the impact of competency-base aining (training

environment and the training strategy) on employee perfor$zQuaflty of work and

standpoint is the main objective of this part.

employee innovation) at PCP. This study also provides mpa o e thlnklng
application (leader's vision and culture of creative thi ) on empl e ance
(Quality of work and employee innovation) at Th t o) b\jrghts the
effect of experience as a mediator betwee m ency-ba tram@?w.d employee
performance. In addition, it hlghllght t of exp e a@‘fﬂedlator between
creative thinking application and e ee perfo gT ificance of the work
from a theoretical and resear p0| and its pr aI implications will be

&
discussed. This demonstrates the n|1 the 3 and the positive features of
the PCP. '
.‘
The present h%s S|gr mce one of the few that relied on the
cre

componential t ory orm (Amablle & Pratt, 2016). This theory

demonstrate S n|f| nce the wejaace environment, coaching, education, and
welfare %kloyeg’ pDrﬁ,)Pance—\‘?hls study also employed a goal-setting theory
Y.

by Edwin Locke, @% contends that goal-setting has a direct impact on

p \nance (Lunenburg, 2011). Finally, the research utilized Sternberg's theory of

6 tive intelligence, which seeks to go beyond the prediction of school grades to
C

count for success in other aspects of a person's life. In this respect, successful



intelligence is best predicted along three dimensions: analytical, creative, and practical

X
g

The significance of the present study demonstrates the practical value of

(Martine, 2015).
1.6.2  Practical Significance

focusing on the quality of work and employee innovation. tht study posits
that competency-based training (CBT) and the use o X/: rinking impact
employee performance. Given the importance of cre thi nWt‘s role in
nvironment, Jand i@cting
to u\n&e the\i/ﬁﬁuence of

mplo@l}ild creative
S ir@ice officers while

developing talent skills, creating a productive wor

citizen services (Rajapathirana et al., 2018). Ity

advanced training programs and their funchw
thinking skills. In addition, this study @ims to >1still true

preserving existing values, for @Ie, tra\-rre& g@ibility, respect, and

cooperation. The study by Merei udr pPagl' Iy an \uche (2017), found that

improving an individual's Militi N\%{pe@n feel more comfortable and

accountable and redw@%ber%}ﬂ h@l%e has made. This is a natural
4 illin

“
ﬁcr,éﬁg positive values.

motivator for appreciﬂn\g othe[ N %
The present study ai V@PCP ribute to achieving strategic goals. The
first strategi Sﬂ@is to i:'c‘:% éc@ by bolstering PCP capabilities across the
S

_ o
Palestini

'toriesbb;)yphol' the rule of law, cultivating community
Yv

partperships, and reducing crimev(GIlZ, 2015). Capacity building, without a doubt,
g3

‘gds specific knowledge and abilities that keep pace with scientific and

& ological advancements. Employees' minds must be developed for them to solve

b problems and accomplish their responsibilities successfully and adequately

(Gumula, 2020). The second strategic goal is represented in the institution's growth,

<



which aims to give PCP the tools, methods, and attitudes required to stay updated with
organizational and technological changes (GlZ, 2015). Efforts and money TE
made available to achieve good trends in implementing business st@} and
operational plans. Appropriate inputs are required to guarantee impr owledge
results in positive behavior and abilities in mind-stimulating initiatives‘that boost staff
creativity (GlZ, 2015; Mangla, Govindan, & Luthra, 2017). \,
g
1.7 Operational Definitions of Terms (d'

Y-v
For the present study, the following operati(@itions ft skrg\@.
? 4
&y

1.7.1  Employee Performance : g

In this study, employee perform

produce while carrying out their du@snd i ork quality is measured

by several factors, including%\

knowledge, and task completion. m;(a’
i

\
g% p uctivi%c.)time management, job

ovati uring the execution of their

duties and the resoh% work  diffic ii‘ésm@'the other hand, reflects their
9

performance.
R {7

tim

k.

agement, job knowleayé, and task completion. In addition to increasing
N

Xe skills and growing enthusiasm for work, it is a must to renew the experience

: é
3 nowledge of employees and improve their ability to compete with others.
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1.7.3  Employee Innovation
Innovation is defined as the ability of an individual to come up with ne
and methods. It represents an individual's ability to use existing ideas or eg}ogies
in a new and improved way. Innovation gives the employee the abil earch for

solutions to problems at work in a flexible manner, in line with the organization's

gots Y
\¥

1.7.4  Competency-based Training (CBT) \d
g
The study pinpointed that competency-base ining Imp {pg@ and

’ Each{ earuwg~ outcome
(competency) is part of a broader educa% r traini bject@lis training
requires a specific set of knowlewa a @r functional and

organizational competency Ievelojmpeten \t& ';@viduals refine their

N\,
personalities and focus their b%n deSired tterns Q“a}hieve the organization's
R AV
goals. N

X" | 7S
4 ¢ &
1.75  Traini WironT \ %(J
It also highlighted t 'viro@ﬁnt requires capacity-based training to
¢
create suitasig@ﬂs th different &‘mture and requirements. Moreover, special
’ M

desirable capabilities to the employee through

N
attentio e paid_to ether Iog@cal issues. Lighting, ventilation, and other tools

allogmramer to use the Iocat@w\/ironment to support the training process skillfully.
N

:EMber of trainees in this category should range from eight to twelve. It also
eeds support to protect the trainees from any psychological pressure. Companies
ould also provide an atmosphere of intimacy and affection in the training process

without violating the training rules and laws of the organization.

20



1.7.6  Training Strategy
The training strategy is defined as a training system prepared by the w
department that deals with the provision of training methods and conten@wieve
the desired objectives of the training. The training strategy defines t irements
and characteristics of a capacity-based training method. Trainmategy also
contributes to identifying specialized training tools relevan% production and

relaxation of the mental state. It is critical to determine the trair'ing.

NY.

Y
1.7.7  Creative Thinking Application (CTA) ' _\0}

It is stressed that the application of creati in%' ical to @owth of
es

ds gths&ieve goals.

in whi ‘She employee can
O

organizations and making decisions with an

The application of creative thinking e % innovati

think about the things available %m/her a Was

N
differently and see them from%ent &rspe ive. Thé:%terest in spreading the

creative culture unleashes mloyl onyictio @the importance of applying
i

g@eive ordinary things

creative thinking to im ingiproductivi

1.7.8

A Ieagf%ion eans a&s sér:i.\‘r?ng to increase the workforce's productivity.
u

Leaders%

to i e employee produ@w. A leader should have a holistic picture while

N
bring’e Jees to@m stages at work by applying creative thinking

ecisions as applying creative thinking improves overall vision. The leader's

&En aims to increase job efficiencies, which will enhance employee performance.
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1.7.9  The Culture of Creative Thinking
Creative thinking requires an existing organizational culture, which paw
way for its application and participation between individuals, their conwvictions; and
their performance. The organization tries to retain and refine theseﬁk into the
corporate culture. This is by spreading the culture among emp&e.e's through a
knowledge and mentoring program that enhances the value of creativity. Media plans
work to spread the creative culture that paves the way fo yeei to use creative

thinking competencies, solve difficulties at work, and e cet iWnce while
]

performing their jobs. é ' _\c}
S \/‘Z‘

1.7.10 Experience g w\ %T

Experiences can be seen as ordamizational behav at O%rker has learned

and that qualifies them to advant(%their ca\\a¥ e,(\‘bhe objectives of the
':E y N

company. Through training S, s@lf-ed ation s, or even his prior

manner. Experience % tal because /it Igi\@' employees particular, useful
4 4

information and jﬂ{@that It \na uti@ accomplish the objectives of the
company. \ &
N
1.7.1%kstini i folics—\\\
X
Palestinian Civil Palice(PCP) is a civil regulatory body specially trained to
& Gy

p X the safety of people and apply regulations. Among the job scope of PCP is to

employment, the employe }Q upl erience in@ organized or spontaneous

Y.
“_
iy e

ement state orders and instructions without prejudice to people's money, life, and
ersonal freedoms except within the limits of the law. The PCP is under the

supervision of the Ministry of the Interior, headed by the Director of Police, who
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issues decisions regulating all affairs and work systems. The Palestinian Police Force
comprises officers and staff who work in the General Command b ,

governmental administrations, governorates, and rural areas. q

1.8 Scope and Limitation of the Study Y

The main scope of the present study focuses on the impact of @@mpetency-based
training (CBT) and the application of creative thin Y:A on employee
performance at the Palestinian Civil Police. This Is duct W‘ining the
relationship between components of (CBT) on emp s and worke ﬁ‘t@‘gice
force (male and female) in Palestine. The s ulatioh e p@ﬁlry civil

police personnel are 8104 employees % nd uffm " Th%zt’ribution of
a
es

employees in police departments in S eiven gov tesé‘Palestine divided

according to the governorate size.@sbig g T
N
Hebron, and Jericho, while N in, 5}1 arm (a§?ne central governorates.

Meanwhile, small governo hluo'll a, S@and Tubas. The rural police
stations in each gover% 56 centers | ‘I‘Dlale@fe (source: Director of the PCP's
L7 &

Human Resources rtment %
One of the,Studyslimitations.is'the Sac/%é of PCP employees. Thus, it constitutes
‘ X
both male a le factors. ovév&t e percentage of women employees in PCP
N
% r

is only ce: Direc f Huqi% Resources Department at PCP). Hence, this is

e

considered a small sample, as@s’tudy aspires to have a higher proportion of females

rg\ mallah, Bethlehem,

Y

=
o
—

U,

Xure the impact of a demographic variable that may highlight gender

t E
d rences in professional skills and experience.
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1.9 Chapter Summary

The first chapter provided a general introduction to the subject of the swﬂl
represented the impact of competency-based training (CBT), and the a@n of
creative thinking (CTA) on employee performance at the Palestinian G'f%lice. The
first chapter provided background information on literary studies. The'background of
the study was discussed from a scientific perspective and the eMve of the reality
of the Palestinian Civil Police. This chapter also descr k.su'dy problem by
demonstrating aspects of the problem from a scientific reali tiw:)int. This
chapter also used literature references to connect t formance b'erIQ@\YP'CP.

The study's objectives were also formulated ing{ t st@% overall

goal and primary goals. The study's questw re 3&10 ulate defining the

|gni®%ce of the present

present study's overall question and p ry guestions.

study has been established. For thC%dy comm i ,e@'dy is essential at the
St

level of the State of Palestine. i 0 b&efit e«com ity in developing values

and improving services forighnm,f : Iy, g%perational study terms were
ur

defined based on relev% e. P "" Q‘
N
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