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Innovation now-a days is becoming a critical asset that lead the world 

organizations, companies, institutions and manufactures for successfulness 

and profit. So universities are in need for innovation and all the subtitles that 

occur under the big title "innovation" starting from the thinking process and 

the need for radical and critical thinking ending with financial performance. 

For the purpose this research focuses on the regular universities in the South 

of the West Bank in Palestine (Palestine Polytechnic University, Hebron 

University, Bethlehem University), in order to examine the availability of . 
innovation sources in the mentioned universities and the affect of those 

sources on the universities performance (financial performance, internal 

business process, learning and growth and customer satisfaction). 

This research met those aims through qualitative approach of an extensive 

study of relevant literature, and through quantitative approach of the 

implementation of practical and statistical research. The practical section was 

carried out through a case study of Palestine Polytechnic University using a 

structured interviews with key members in the university. The statistical 

section was carried through a questionnaire that- examine a sample of the 

three universities (Palestine Polytechnic University, Hebron University, 

Bethlehem University) which were chosen in statistical way using stratified 

random sample technique. 

1 

This research produced a number of key findings, the survey confirmed a 

significant relationship between the availability of innovation sources and the 

performance level at universities, and in addition, there is . a significant 

difference between the performance levels between the universities 

according to the availability of innovation sources among the regular 

Southern West Bank universities. 
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1.1. Research focus 

Organizations around the world are in continuous progress and change 

movement, they are improving the way of doing business in incremental, 

radical, and revolutionary ways. Innovation was the headline and the main 

gateway that lead these organizations to become what they are now. 

So the Palestinian universities as a whole and the polytechnic university in 

particular are part of the world's organizations society, the research team 

sensed the importance for applying what is required to be an innovative 

instituted. 

The importance of the research comes from the need to be distinctive in 

doing business, to be creative and innovative in the rapid change and 

development around the world. Palestinian universities should be open to 

those developments, this project is not important for the universities to be 

high performance institute but also to the society, through applying the 

innovation in the whole universities that will help to graduate creative, 

innovative and high educated students who would contribute in the society 

to be in a better situation. The importance of this research comes from tow 

areas: the literature review through it the terms of higher education, 

innovation and performance will be clear and consolidate and producing 

deeper intellectual understanding, the other area is the empirical practical 

research that will provide a valuable insight into a problem area. 

.I 

Innovation commentators encourage that higher education requires a process 

of preparation to cope with innovation that has become essential requirement 

for higher education institutions to succeed in achieving its goal in distinct 

way, that may face some challenges that regular universities may avoid 

because of applying something new that might always be difficult and face 
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resistant, nevertheless universities should be aware of those challenges and 

resistant and deal with them properly. 

A major focus on this research will concentrate on whether innovation would 

affect higher education institutions performance or not and how? Moreover, 

measuring some variables to decide to what degree would they affect 

innovation and performance in higher education institutions. It would also 

measure the relationships between those variables and innovation and 

performance. In addition this research will suggest a mean to measure 

innovation performance in higher education institutions is through innovation 

scorecard. 

1.2. Overall research aim and research objective 

The overall aim of the research is to highlight the importance of innovation 

in the Southern West Bank regular universities, in order to keep pace with 

the change and development in universities requirements needed nowadays, 

then to examine if the university innovative ,could this effect its performance 

,growth , excellence, effectiveness ,and the graduate students and their ability 

to become suitable and efficient enough for the labor market?. 

The most concept that take attention in the research is performance, this 

research will study the relationship between innovation and performance in 

the institutions so that will be indicator to realize the role that innovation 

plays in such institutions. 

.I 

This research will assess innovation in Palestinian regular universities in 

South of the West Bank (Palestine Polytechnic University, Hebron 

University, and Bethlehem University). Specifically, within the context of 

higher education, the objectives of this research are to: 
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1.2.1. Discovering to what extent do the sources of innovation influence the 

performance at South of the West Bank regular universities. 

1.2.2. Determine what are the sources of innovation available at South of the 

West Bank regular universities?. 

1.2.3. Determine what are the performance levels of regular universities that 

are in the south of the West Bank? . 

1.2.4. Studying in depth Palestine Polytechnic University (PPU) case to 

know how can the PPU improve its performance. 

1.3. Research hypothesis: 

Main Hypotheses 

► HO: There is no significant relationship at ( a = . 0 5) between the 
availability of sources of innovation and the performance level. 

Sub hypotheses 

► Hl: There is no significant differences at (a= .o5) between the 

availability of sources of innovation and financial performance 

level between universities. 

) 

> H2: There is no significant differences at (a= .o5) between the 

availability of sources of innovation and internal business 

process performance level between universities. 

► H3: There is no significant differences at (a= .o5) between the 

availability of sources of innovation and customer satisfaction 

between universities. 

► H4: There is no significant differences at (a= .o5) between the 

availability of sources of innovation and university learning and 

growth ability between universities. 
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1.4. Research methodology 

This research study has a number of inter-related objectives set within the 

context of higher education: 

1.4.1. Discovering to what extent do the sources of innovation influence the 

performance of regular universities. 

1.4.2. Determine what are the sources of innovation available at regular 

universities in the South of the West Bank? 

1.4.3. Determine what is the performance level of Southern West Bank 

regular universities ? . 

1.4.4. Studying in depth Palestine Polytechnic University (PPU) case to 

know how can the PPU improve its performance . 

To achieve these objectives the research team followed analytical descriptive 

methodology built on two main tools: 

1. Quantitative strategy: the results that are based on this strategy was 

collected through the use of a questionnaire where the research 

population was the staff of Palestinian regular universities in Southern 

West Bank (Palestine Polytechnic University, Hebron University, 

Bethlehem University). 

• The population : the research population was the staff of 

Palestinian regular universities in Southern West Bank 

(Palestine Polytechnic University, Hebron University, 

Bethlehem University). 

.I 

• The sample : As for the sample that have been selected to 

represent the population is a stratified random sample. 
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The project team had subdivided each university to its faculties and took 

information about the number of university's employees (academic, 

administrative, academic\administrative) for each faculty, PPU have 4 

faculties (Engineering and Technology Faculty, Business Administration and 

informatics faculty \, Applied Science faculty, Applied Professions faculty). 

Hebron university have 8 faculties (Faculty of Agriculture, Faculty of Al­ 

Shari'a, Faculty of Arts, Faculty of Education, Faculty of Finance and 

Management, Faculty of Science and Technology, Faculty of Nursing), 

Bethlehem university have 6 faculties (Faculty of Arts, Faculty of Business 

Administration, Faculty of Science, Faculty of Nursing, Faculty of 

Education, Faculty of Hotel Management), then the questionnaire was 

distributed to academic, administrative, academic\administrative employees 

randomly. 

After that, the research team has distributed the 210 questionnaire which set 

to be the size of the sample on the staff at these colleges according to career 

positions (administrative, academic, academic administrator), so that each 

faculty to have the same opportunity to be covered in the sample that 

represent the research population . 

,I 
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Charts: 

Figure 1-1 Population 

Figure 1-2 Sample 

□PPU 
DJ H.U 

DJB.H 

DPPU 
DI H.U 

DB.U 

The questionnaire was analyzed using SPSS statistically analysis program, to 

ensure the validity of hypothesis Person Correlation and one way analysis of 

variance A VOV A was used. 

As for the content of the questionnaire it was composed of three parts: 

• Part one: was a table of questions to measure the level of realization 

for the innovation as a concept. 

• Part two: it was aimed to measure the availability of sources of 

innovation from the viewpoint of the employees in the universities. 



Innovation and High Performance institutions January 14,2009 

• Part three : measures the performance level of the three universities 

from the point view of each employee according to certain criteria 

were intended by the set of questions. 

2. Qualitative methodology: Through this methodology the research team 

aims to focus on the College of Business Administration and information 

systems through access to detailed information and extensive manner on the 

concept of innovation and the problems faced by the application and the 

other questions posed to the persons concerned 

The main questions the research team asked the interviewee were What is the 

concept of innovation from their point of view?. What is the most important 

aspect of innovation, which they see in the university?. What are the 

obstacles facing them to achieve the goal to be an innovative university?. 

Does they classify PPU as innovative university? And Why?. What are the 

procedures that should be followed to ensure that they are in the right path to 

achieve the goal to be an innovative university?. How to approach a way of 

having innovative university? 

For answering these questions the research team conducted interviews with 

number of the university staff, these interviews targeted the senior 

management of the (PPU), administrative and academic employees from 

Administrative Science and Informatics College, in additional to the 

deanship of the Scientific research. 

) 

The case study contents 

• Introduction about the PPU, with some numbers and historical 

information about the university. 

• The PPU strategic Plan ( Vision, Mission , Main objectives). 
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• Summarizing for the interviews and the data that was collected from 

the interview. 

• The research them conclusion analysis and findings 

1.5. Timescale 

Dissertation activity Duration (in weeks) Month 

Clarify aim\objectives 2 Sep. 

Literature 4 Oct. 

Data collection 2 Nov. 

Questionnaire 3 Nov-Dec. 

Case study 3 Dec. 

Findings 1 Dec -Jan. 

Conclusion 1 Jan. 

,I 

Table 1-1- Timescale 
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This section contains a detailed explanation of three concepts (Innovation, 
Performance management, Higher education in Palestine). 

2.1. Innovation 

The term innovation means a new way of doing something (Mckeown,Max 2008). 

It may refer to incremental, radical, and revolutionary changes: in thinking, 

producing, processes, or organizations (Mckeown, Max (2008). The Truth about 

Innovation. Pearson/ Financial Times). In. many fields, something new must be 

substantially different to be innovative, not an insignificant change, e.g., in 

the economics, business and government policy. In economics the change 

must increase value, customer value, or producer value. The goal of 

innovation is positive change, to make someone or something better. 

Innovation is an important topic. in the study of economics, business, 

technology, sociology, and engineering. The word "innovation" is often used 

as synonymous with the output of the process, any processes even in 

productive institutions . 

Since innovation is also considered a major driver of the economy, the 

factors that lead to innovation are also considered to be critical to policy 

makers. 

Those who are directly responsible for application of the innovation are often 

called "pioneers" in their field, whether they are individuals or organizations. 

.I 

In the organizational context, innovation may be linked to performance and 

growth through improvements in efficiency, productivity, quality, 

competitive positioning, market share, etc. All organizations can innovate, 

including for example hospitals, universities, and local governments. 
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Innovation has been studied in a variety of contexts, including in relation to 

technology, commerce, social systems, economic development, and policy 

construction. There are, therefore, naturally a wide range of approaches to 

conceptualizing innovation in the scholarly literature. innovation is typically 

understood as the successful introduction of something new and useful . for 

example introducing new methods, techniques, or practices or new or altered 

products and services. 

2.1.1. Innovation from many world organizations view points : 

A convenient definition of innovation from an organizational perspective is 
given by "Luecke and Katz (2003)", (Luecke, Richard; Ralph Katz (2003). 

Managing Creativity and Innovation. Boston, MA: Harvard Business School Press). Who 

wrote? 

"Innovation ... is generally understood as the successful introduction of a 

new thing or method ... Innovation is the embodiment, combination, or 

synthesis of knowledge in original, relevant, valued new products, 

processes, or services " 

2.1.2. Innovation vs. creativity : 

Innovation typically involves "creativity", but it is not identical to it: 

"All innovation begins with creative ideas ... We define innovation as the 

successful implementation of creative ideas within an organization. In this 

view, creativity by individuals and teams is a starting point for innovation; 

the first is necessary but not sufficient condition for the second". (Amabile 

(1996). 

1 

For innovation to occur, something more than the generation of a creative 

idea or insight is required: the insight must be put into action to make a 

genuine difference, resulting in new or altered business processes within the 

organization, or changes in the products and services provided. 

Page 21 of 104 



Innovation and High Performance institutions January 14,2009 

A further characterization of innovation is as an organizational or 

management process. 

"Innovation, like many business functions, is a management process that 

requires specific tools, rules, and discipline." (Davila, Tony; Marc J. Epstein and 

Robert Shelton (2006). Making Innovation Work: How to Manage It, Measure It, and 

Profit from It". Upper Saddle River: Wharton School Publishing.) 

From this point of view the emphasis is moved from the introduction of 

specific novel and useful ideas to the general organizational processes and 

procedures for generating, considering, and acting on such insights leading to 
• l 

significant organizational improvements in terms of improved or new 

business products, services, or internal processes. 

Through these varieties of viewpoints, creativity is typically seen as the basis 

for innovation, and innovation as the successful implementation of creative 

ideas within an organization. From this point of view, creativity may be 

displayed by individuals, but innovation occurs in the organizational context 

only. 

A 

It should be noted, however, that the term 'innovation' is used by many 

authors rather interchangeably with the term 'creativity' when discussing 

individual and organizational creative activity. As Davila et al (2006) 

comment, 

"Often, in common parlance, the words creativity and innovation are used 

interchangeably. They shouldn't be, because while creativity implies 

coming up with ideas, it's the "bringing ideas to life" . .. that makes 

innovation the distinct undertaking it is." (Davila, Tony; Marc J. Epstein and 

Robert Shelton (2006). Making Innovation Work: How to Manage It, Measure It, and 

Profit from It". Upper Saddle River: Wharton School Publishing.) 
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2.1.3. Economic conceptions of innovation 

2.1.3 .1. The introduction of a new good that is one with which consumers 

are not yet familiar- or of a new quality of a good. 

2.1.3 .2. The introduction of a new method of production, which need by no 
means be founded upon a discovery scientifically new, and can exist in 

a new way of handling a commodity commercially. 

2.1.3 .3. The opening of a new market, which is a market into which the 

particular branch of manufacture of the country in question has not 

previously entered, whether or not this market has existed before. 

2.1.3.4. The conquest of a new source of supply of raw materials or half­ 

manufactured goods, again irrespective of whether this source already 

exists or whether it has first to be created. 

2.1.3 .5. The carrying out of the new organization of any industry, like the 

creation of a monopoly position (for example through justification) or 

the breaking up of a monopoly position . 

2.1.4. Sources of innovation 

Innovation by businesses is achieved in many ways, with much attention 

should be given to formal research and development for "breakthrough 

innovations." But innovations may be developed by less formal on-the-job 

modifications of practice, through exchange and combination of professional 

experience and by many other routes. The more radical and revolutionary 

innovations tend to emerge from R&D, while more incremental innovations 

may emerge from practice - but there are many exceptions to· each of these 

trends. 

1 

Whether innovation is mainly supply-pushed (based on new technological 

possibilities) or demand-led (based on social needs and market requirements) 
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has been a hotly debated topic. Similarly, what exactly drives innovation in 

organizations and economies remains an open question.( Rippel, Eric.(1988) 

The sources of innovation. Oxford University Press). 

2.1.5. Direct sources for innovation : 

2.1.5 .1. Leaming environment 

► More facilities 

► Supportive low and procedures 

► Supportive culture . 

2.1.5 .2. Motivation for employees 

► Financial incentives 

► moral incentives 
1 

2.1.5 .3. Scientific research 

2.1.5 .4. Access for information resources 

► Knowledge sharing 

> Training programs 

2.1.5 .5. Financial facilities 

2.1.5.6. Institution mission 

2.1.5. 7. Continuous Collaboration with market, government and society 

2.1.6. Goals of innovation 

Programs of organizational innovation are typically tightly linked to 

organizational goals and objectives, to the business plan, and to market 

competitive positioning. 
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For example, one driver for innovation programs in corporations is to 

achieve growth objectives. As Davila et al (2006) note, (Davila, Tony; Marc J. 

Epstein and Robert Shelton (2006). Making Innovation Work: How to Manage It, Measure 

It, and Profit from It". Upper Saddle River: Wharton School Publishing.) 

"Companies cannot grow through cost reduction and reengineering 
alone ... Innovation is the key element in providing aggressive top­ 

line growth, and for increasing bottom-line results" 

Institutions spend high amount of money for getting results from its 

innovation programs so "how much you spend , how much you get satisfying 

results ". 

Systematic programs of organizational innovation are most frequently driven 

by, while too it should be known that innovation is implemented on the 

organization as whole not on what it produces ". 

1. Improved quality 

2. Creation of new markets 

3. Extension of the product range 

4. Reduced labour costs 

5. Improved production and working process 

,I 

6. Reduced materials 

7. Reduced environmental damage 

8. Replacement of products/services 

9. Reduced energy consumption 

10. Conformance to regulations 

Page 25 of 104 



Innovation and High Performance institutions January 14,2009 

These goals vary between improvements to products, processes and services 

and dispel a popular myth that innovation deals mainly with new product 

development. Most of the goals could apply to any organization be it a 

manufacturing facility, marketing firm, hospital or local government. 

2.1.7. Failure of innovation 

Failure is an inevitable part of the innovation process, and most successful 

organizations factor in an appropriate level of risk. Perhaps it is because all 

organizations experience failure that many choose not to monitor the level of 

failure very closely. The impact- of failure goes beyond the simple loss of 
investment. Failure can also lead to loss of morale among employees, an 

increase in cynicism and even higher resistance to change in the future. 

Innovations that fail are often potentially 'good' ideas but have been rejected 

or 'shelved' due to budgetary constraints, lack of skills or poor fit with 

current goals. Failures should be identified and screened out as early in the 

process as possible. Early screening avoids unsuitable ideas devouring scarce 

resources that are needed to progress more beneficial ones. Organizations 

can learn how to avoid failure when it is openly discussed and debated. The 

lessons learned froin failure often reside longer in the organizational 

consciousness than lessons learned from success. While learning is 

important, high failure rates throughout the innovation process are wasteful 

and a threat to the organization's future. 

The causes of failure have been widely researched and can vary 

considerably. Some causes will be external to the organization and outside its 

influence of control. Others will be internal and ultimately within the control 

of the organization. Internal causes of failure can be divided into causes 

associated with the cultural infrastructure and causes associated with the 

innovation process itself. 

.1 
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Failure in the cultural infrastructure varies between organizations but the 

following are common across all organizations at some stage in their life 

cycle: (O'Sullivan, David (2002). "Framework for Managing Development in the 

Networked Organizations". Journal of Computers in Industry (Elsevier Science Publishers 

B. V.) 

1. Poor Leadership 

2. Poor Organization 

3. Poor Communication 

4. Poor Empowerment 

5. Poor Knowledge Management 

Common causes of failure within the innovation process in most 

organizations can be distilled into five types: 

1. Poor goal definition 

2. Poor alignment of actions to goals 

3. Poor participation in teams 

4. Poor monitoring of results 

5. Poor communication and access to information 

,I 

Effective goal definition requires that organizations state explicitly what their 

goals are in terms understandable to everyone involved in the innovation < 

process. This often involves stating goals in a number of ways. Effective 

alignment of actions to goals should link explicit actions such as ideas and 

projects to specific goals. It also implies effective management of action 

portfolios. Participation in teams refers to the behavior of individuals in and 

of teams, and each individual should have an explicitly allocated 
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responsibility regarding their role in goals and actions and the payment and 

rewards systems that link them to goal attainment. 

Finally, effective monitoring of results requires the monitoring of all goals, 

actions and teams involved in the innovation process. 

From this perspective innovation succeeds from strategic structures that 

engage the individual to the organization's benefit. Innovation pivots on 

intrinsically motivated individuals, within a supportive culture, informed by a 

broad sense of the future. 

Innovation, implies change, and can be counter to an organization. Space for 

fair hearing of innovative ideas is required to balance the potential 

autoimmune exclusion that quells an infant innovative culture. 

,I 
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2.2. Performance 

2.2.1. Performance management 

Performance management reminds us that being busy is not the same as 

producing results. It reminds us that training, strong commitment and lots of 

hard work alone are not results. The major contribution of performance 

management is its focus on achieving results -- useful products and services 

for customers inside and outside the organization. Performance management 

redirects our efforts away from organization toward effectiveness. 

(McNamara. C.A. (2008)" Performance Management - Basic Concepts -") 

Recently, organizations have been faced with challenges like never before. 

Increasing competition from organization across the world has. meant that all 

organization must be much more careful about the choice of strategies to 

remain competitive. Everyone ( and everything) in the organization must be 

doing what they're supposed to be doing to ensure strategies are implemented 

effectively. 

This situation has put more focus on effectiveness, that systems and 

processes in the organization be applied in the right way to the right things: 

to achieve results. All of the results across the organization must continue to 

be aligned to achieve the overall results desired by the organization for it to 

survive and thrive. Only then it be said that the organization and its various 

parts are really performing. 

2.2.2. Overall Goal and Focuses of Performance Management 

The overall goal of performance management is to ensure that the 

organization and all of its subsystems (processes, departments, teams, 

employees, etc.) are working together in an optimum fashion to achieve the 

results desired by the organization. 

,I 
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Note that because performance management strives to optimize results and 

alignment of all subsystems to achieve the overall results of the organization, 

any focus of performance management within the organization (whether on 

department, process, employees, etc.) should ultimately affect overall 

organizational performance management as well. 

Achieving the overall goal requires several ongoing activities, including 

identification and prioritization of desired results, establishing means to 

measure progress toward those results, setting standards for assessing how 

well results were achieved, tracking and measuring progress toward results, 

exchanging ongoing feedback among those participants working to achieve 

results, periodically reviewing progress, reinforcing activities that achieve 

results and intervening to improve progress where needed. Note that results 

themselves are also measures. 

Note that these general activities are somewhat similar to several other major 

approaches in organizations, e.g., strategic planning, management by 

objectives, Total Quality Management, etc. Performance management brings 

focus on overall results, measuring results, focused and ongoing feedback 

about results, and development plans to improve results. The results 

measurements themselves are not the ultimate priority as much as ongoing 

feedback and adjustments to meet results. 

2.23. Performance Management Applies to More than Employees 

Typically, we think of performance in organizations, we think on the 

performance of employees. However, performance management should also 

be focused on: 

,I 

1. the organization 

2. Departments ( computer support, administration, sales, etc. 
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3. processes (billing, budgeting, product development, financial 

management, etc.) 

4. programs (implementing new policies and procedures to ensure a safe 

workplace; or, for a nonprofit, ongoing delivery of services to a 

community) 

5. products or services to internal or external customers 

6. projects (automating the billing process, moving to a new building, 

etc. 

teams or groups organized.to accomplish a result for internal or 

external customers 

2.2.4. Suggested.Aspects for Performance 

James A. Blumenthal (Blumenthal (2003), Field Guide to Consulting and 

Organizational Development) suggests improved performance might result from 

improvements in one or more of the following four aspects: 

2.2. 4 .1. Organiz.ational stability 

is in regard to whether services are consistently delivered 

and the organization survives. 

2.2.4 .2. Financial stability 

is based especially on short-term survival. 

2.2.4.3. Program quality (products and services) 

is based on indicators of impact, including adequate 

research about effective programs and an outcomes 

management system. 

,I 
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2.2.4 .4. Organizational growth 

is based on attracting resources and providing more 

services. Blumenthal adds that growth alone is not an 

indicator of performance. 

2.2.5. Four Key Benefits of Performance Management 

2.2.5.1. PM focuses on results, rather than behaviors and activities 

A common misconception among supervisors is that 

behaviors and-activities are the same as results. Thus, an 

employee may appear extremely busy, but not be 

contributing at all toward the goals of the organization. 

An example is the employee who manually reviews 

completion of every form and procedure, rather than 

supporting automation of the review. The supervisor may 

conclude the employee is very committed to the .1 

organization and works very hard, thus, deserving a very 

high performance rating. 

2.2.5 2. Aligns organizational activities and processes to the goals of 

the organization 

PM identifies organizational goals, results needed to 

achieve those goals, measures of effectiveness or 

efficiency (outcomes) toward the goals, and means 

(drivers) to achieve the goals. This chain of > 

measurements is examined to ensure alignment with 

overall results of the organization. 
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2.2.5.3. Cultivates a system-wide, long-term view of the organization. 

Richard A. Swanson, in Performance Improvement 

Theory and Practice (Swanson. Advances in Developing 

Human Resources, 1999), explains an effective performance 

improvement process must follow a systems-based 

approach while looking at outcomes and drivers. 

Otherwise, the effort produces a flawed picture. 

2.2.5.4. Produces meaningful measurements 

These measurements have a wide variety of useful 

applications. They are useful in benchmarking, or setting 

standards for comparison with best practices in other 

organizations. They provide consistent basis for 

comparison during internal change efforts. They indicate 

results during improvement efforts, such as employee 

training, management development, quality programs, 

etc. They help ensure equitable and fair treatment to 

employees based on performance. 

2,2.6. Concerns About Performance Management 

Typical concerns expressed about performance management are that it seems 

extraordinarily difficult and often unreliable to measure phenomena as 

complex as performance. In addition today's organizations are rapidly 

changing, thus results and measures quickly become obsolete. And 

translating human desires and interactions to measurements is impersonal 

and even heavy handed. 

1 

2.2.7. Performance Management During Rapid Change 

Today's organizations seem to change much more rapidly than in the past. 

Consequently, many experts have strong reservations about the numerous 
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measurements that must be taken in performance management. They assert 

that no sooner is a measurement identified than the measurement becomes 

obsolete because the organization has changed substantially. 

There are numerous measurements to consider when adopting a performance 

management system. However, the measurements themselves are not the 

major purpose of the performance management process. The purpose of the 

process is to provide a consistent frame of reference during ongoing 

feedback about performance, whether the organization is entirely stable or in 

the midst of rapid change. Measurements ensure that everyone involved is 

working and talking from the same script. The measurements themselves 
may change. However, organization members should be able to recognize 

and explain the change. This assertion is true whether one is addressing the 

performance of an organization, process, subsystem or employee. (McNamara. 

C.A. (2008)" Performance Management-Basic Concepts-") 

2.2.8. Educational institution performance 

The environment within which higher education institutions operate has 

changed considerably over the last decade and is likely to sustain this rate of 

change in the future. Demographic trends, changes to funding arrangements, 

globalization and technological change· are but a few of the factors which 

will affect institutions. Over the past decade the higher education sector has 

undergone dramatic changes to its size, structure, funding arrangements and 

focus. 

,I 

It is important for the success of educational institutions to have a 

performance measurement system based on a clear vision on a specified 

mission. Without performance measurement systems and performance 

indicators educational institutions cannot improve and more importantly 

cannot cope with the changing environment in the market and advances in 

knowledge. Performance measurement is needed in benchmarking 
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performance and setting the direction for the future. Therefore it is required 

to develop a performance measurement system that effectively captures all 

aspects and characteristics of educational institutions. 

2.2.9. Principles of High Performance Organizations 

Research and experience indicates that a web of common values permeates 

colleges and universities that have achieved a systematic approach to 

continuous quality improvement. (Academic Quality Improvement Program. 

"Principles of High Performance Organizations") 

Focus Collaboration 

Involvement Agility 

Leadership Foresight 

Leaming Information 

People Integrity 
1 

Table 2-1 

► Focus. A mission and vision focused on students' and other stakeholders' 

expectations provides the quality-driven higher education organization 

with the foundation it needs to shape its communication systems, its 

organizational and decision-making structures, and its planning and 

improvement processes. The institution earns the trust, confidence, and 

loyalty of its current and potential students and its other stakeholders, 

both external and internal, including faculty, staff, administrators, and 

trustees, by actively developing and regularly employing listening tools 

essential for gathering and understanding their diverse and distinctive 

perspectives. The institution interprets and weighs these expressed needs, 

preferences, hopes, and requirements to frame ongoing communication, 

discussion, and refinement of a common mission and vision. Faculty, 
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staff, and administrators integrate this shared focus into their individual 

work goals and decision-making strategies. 

► Involvement. Broad-based faculty, staff, and administrative participation 

encourages better decisions and strengthens individual and group 

ownership of systems, activities, and initiatives. Individuals understand 

how what they do affects others within and outside the organization, and 

appreciate how their work helps further the institution's mission. A culture 

of involvement draws on the expertise and practical experience of people 

closest to a situation and helps leaders across the organization anticipate 

the complex implications of. decisions. Such collaboration often helps 

initiate and implement improvements that better meet student and 

stakeholder needs. A culture of involvement requires ongoing 

development of people's skills in making fact-based decisions, working 

with diverse groups, resolving conflicts, and using quality based tools to 

build consensus. 

► Leadership. An institution thrives when its leadership actively creates and 

supports a quality-driven culture, modeling values and behaviors that 

communicate a comprehensive and focused vision to all constituents. 

Leaders have a responsibility to make sure that everyone understands and 

values the institution's mission, goals, and directions- and uses this 

understanding to inform their individual work goals and decision-making 

strategies. Leadership must work to help students and other stakeholders 

share this understanding as well. Further, leadership must ensure that the 

institution's systems and processes align with its mission and vision, 

making certain that the necessary resources people, funds, facilities, 

equipment, supplies, time, energy, and other assets - are allocated and 

used in support of the overall mission and vision. 

► Learning. The quality-driven institution dedicates itself to developing 

everyone's potential talents, centering its attention on learning. It 
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continually seeks more effective ways to enhance student achievement 

through careful design and evaluation of programs, courses, and learning 

environments. The institution and staff both demonstrate an enthusiastic 

commitment to organizational and personal learning as the route to 

continuous improvement. Seeing itself as a set of systems that can 

continuously improve through measurement, assessment of results, and 

feedback, the institution designs practical means for gauging its students' 

and its own progress toward clearly identified objectives. 

► People. The quality-driven higher educational institution pnzes and 

supports the systematic development of its individual faculty, staff, and 
administrators, recognizing that fully developing and using their abilities 

constitutes its most valuable resource. It consciously invests in all its 

people as leaders and learners through ongoing education, training, and 

opportunities for continuing development. Leadership encourages 

individuals to take responsibility in crafting and following through on 

professional and personal growth plans aimed at acquiring, practicing, 

and using new skills and knowledge to better serve students and other 

stakeholders. It nourishes a sense of responsibility and ownership in 

which all individuals understand how their role contributes to the 

measurable success of the institution and how they can become engaged 

as full participants in its improvement processes 

► Collaboration. The quality-driven institution encourages active 

collaboration among and within different internal departments and 

operational areas, and, externally, between the institution and other 

institutions or organizations. It removes internal barriers to .collaboration, 

such as the constraints individuals often experience within a hierarchical 

chain of command or when they find themselves working for a sub-unit 

rather than the larger organization. The institution promotes shared 

support for a common mission among its faculty, staff, and administrators 
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by providing them with the training and resources successful 

collaboration demands. It rewards effective cooperation and celebrates 

model collaborative efforts with internal or external partners. 

> Agility. While it has been true that higher education institutions have 
regularly existed in a more reflective and deliberative environment than 

the rest of society, the rapid development of new knowledge and 

technologies, and the rising expectations of external stakeholders, is 

greatly altering this condition. As the pace of change quickens and 

competition becomes commonplace in higher education, the quality­ 

driven institution develops, the flexibility to respond quickly to 
opportunities, threats, and changing needs, and practices, focusing its 

attention on the allocation of resources, when needed, in response to 

pressures for change, and measuring its performance in responding to 

such demands. 

► Foresight. The quality-driven institution thinks into the future, tracking • 
trends in order to better predict how conditions will change, and 

anticipating how those changes may affect the institution's students and 

other stakeholders, operations, and performance. In dynamic or trying 

situations, foresight enables· the institution to innovate, making 

meaningful changes to improve its services and processes in ways that 

create new or additional value for its students and other stakeholders. 

While it remains open to new approaches and techniques, the institution 

designs, tests, and improves its planning structures and processes through 

practical use and experience. 

► Information. The quality-driven institution and its personnel seek and use 

data and information to assess current capacities and measure 

performance realistically. Faculty, staff, and administrators track progress 

concretely and consistently, and use performance results to set ambitious 

but attainable targets that increase and improve the institution's capability ~ . 
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to meet its students' and other stakeholders' needs and expectations. Data­ 

enriched thinking nurtures evaluation and a results-orientation 

concentrated on increasing the benefits and value produced for students 

and other stakeholders. The institution develops and refines systems for 

gathering and assessing valuable feedback and data, and continually seeks 

better methods for obtaining the most useful information on which to base 

decisions and improvements. 

► Integrity. The quality-driven institution recognizes and fulfills its public 

responsibility and demonstrates responsible institutional citizenship. It 

treats people and organizations with equity, dignity, and respect, and 

models its values in words and deeds. It anticipates and takes into account 

the consequences of its actions upon the various larger communities to 

which it belongs, and upon the higher education system, regionally, 

nationally, and globally. Mindful that education serves society, the 

institution continuously examines its practices to make certain its effects 

and results actively contribute to the common good. 

2.2.10. CHARECTRISTICS 

MEASURES 

OF ADEQUATE PERFORMANCE 

Performance measures should be based on a clear purpose linked to the goals 

and objectives of the department. The purpose should be to stimulate internal 

quality improvement and to benchmark performance with the leading 

educational institutions. Performance measures should be clearly defined 

qualitatively and quantitatively and communicated to all concerned. Umar 

(Al-Turki and Salih Duffuaa The 6th Saudi Engineering Conference, KFUPM, Dhahran, 

December (2002) "PERFORMANCE MEASURES FOR ACADEMIC 

DEPARTMENTS") 

Therefore, the characteristics of performance measures can be summarized 

as follows: 
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► Relevance: Include data that are essential to provide a basis for 

understanding the 

► accomplishments of goals and objectives of the organization. 

> Interpretability: Communicate in a readily understandable manner that is 

concise, yet comprehensive. 

► Timeliness: Report in a timely manner so that it will be available to users 

before it loses its value in making decisions. 

> Reliability: Report consistency from period to period. 

► Validity: The measure should measure the intended quality indicator 

In this section we will give a set of detailed performance measures that can 

be utilized to assess whether the institution is accomplishing its mission and 

educational objectives. The performance measures cover outputs, processes 

and inputs. On this basis the performance measures are divided into three 

categories. The categories are: 

1. Outcomes performance measures 

2. Processes performance measures. 

3. Input performance measures. 

Outcome Performance Measures 

Any academic department has three major outputs (outcomes). These are: 

Graduates, research and scholarship and services to the community in terms 

of training, projects and consultation. The outcome measures rriust reflect the 

quality of the output. 
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Processes Performance Measures 

There are key processes in the academic departments by which key activities 

are delivered. There are three key processes that need to be evaluated 

periodically and measure their 

performances. These processes are: 

1. Teaching and learning process 

2. Research administration process 

3. Administration process 

Input Measures 

The input performance measures deal with the efficiency and utilization of 

the department resources in addition to the quality of incoming students, 

research assistants and support staff. 

The measures are divided in five groups according to the type of resource. 

The groups are: 

· 1. Faculty utilization 

2. Course offering and laboratory utilization 

1 

3. Quality of incoming students 

4. Quality of research assistants 

5. Support staff capabilities 
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2.2.11. The balanced scorecard 

A new approach to strategic management was developed in the early 1990s 

by Drs. Robert Kaplan (Harvard Business School) and David Norton. They 

named this system the 'balanced scorecard'. 

The Balanced scorecard is a conceptual framework for translating an 

organization's vision into a set of performance indicators distributed among 

four perspectives: Financial, Customer, Internal Business Processes, and 

Leaming and Growth. Balanced scorecard indicators are maintained to 

measure an organization's progress· toward achieving its vision; other 

indicators are maintained to measure the long term drivers of success. 

Through the Balanced scorecard, an organization monitors both its current 

performance (finances, customer satisfaction, and business process results) 

and its efforts to improve processes, motivate and educate employees, and 

enhance information systems - its ability to learn and improve. 

The BSC provide institutions with tool to observe financial measures while 

at the same time monitoring investments in areas such as staff development 

or customer relations that will allow the institution to grow and remain 

competitive in the future: The BSC organizes performance measures related 

to the institutions mission and strategy in a framework. As a result it creates 

strategic measurement system which is "balanced" because it evaluates 

performance beyond regular outcome and financial measure. 

The BSC is a management system (not only a measurement system) that 

enables institutions to clarify their vision and strategy and translate them into 

action. It provides feedback around both the internal business process and 
external outcomes in order to continuously improve strategic performance 

and results. When fully deployed, the BSC transforms strategic planning 

from an academic exercise into the nerve center of an enterprise. 

1 
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Benefits of Balanced Scorecard 

> Strategic initiatives that follow "best practices" methodologies cascade 

through the entire organization 

> Increased creativity and unexpected Ideas 

> the Balanced Scorecard helps align key performance measures with 

strategy at all levels of an organization 

> the Balanced Scorecard provides management with a comprehensive 

picture of business operations. 

> The methodology facilitates communication and understanding of 

business goals and strategies at all levels of an organization 

> Maximized Cooperation - Team members are focused on helping one 

another succeed 

> Usable Results - Transforms strategy into action and desired behaviors 

► The Balanced Scorecard concept provides strategic feedback and 

learning 

► A cross organizational team - More open channels of communications ­ 

Enthusiastic People 

► Initiatives are continually measured and evaluated against industry 

standards 

► the Balanced Scorecard helps reduce the vast amount of information that 

the organization's IT systems process into essentials 

A 

► Unique Competitive Advantage 

o Reduced Time- frames 
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o Improved Decisions and Better 

o Improved Processes 

The BSC suggests that we view the institution from four perspectives, and to 

develop metrics, collect data and analyze it relative to each of these 

perspectives: the Leaming and Growth perspective, the Business Process 

perspective , the Customer perspective and the Financial perspective. The 

objective of the BSC is not to be exhaustive, but to present indicators that 

will be simple, easy to understand and representative of an institutions 

spectrum of activity. Thus, it ties the vision and strategy of an institution to 

each of. the quadrants and broadens the concept o performance. (Mazuki. 
Mohd." The Balanced Scorecard and Service Delivery System in Public Universities in 

Malaysia". University Technology Mara) 

Learning and 
growth 

I Customer I 

1 
Financial 

Vision 
b and 4 b 

Strategy 

A / l 
Internal business 

process 

Figure 2-1: Balanced Scorecard Perspectives 

1. The Learning and Growth Perspective 
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This perspective includes employee training and -stir ed 7 n institute cultural attitudes 
related to both individual and instituted self-impro In kn vement. a iowledge­ 
worker institutions, people -- the only repository of kn 1 d th • ow e ge-are e roam 
resource. In the current environment of rapid technological change, it is 

becoming necessary for knowledge workers to be in a continuous learning 

mode. Metrics can be put into place to guide managers in focusing training 

funds where they can help the most. In any case, learning and growth 

constitute the essential foundation for success of any knowledge-worker 

institutions. 

Kaplan and Norton( Harvard. Business School 1996) emphasize that 

'learning' is more than 'training'; it also includes things like mentors and 

tutors within the instituted, as well as that ease of communication among 

employees that allows them to readily get help on a problem when it is 

needed. It also includes researches and new programs and differential 

programs lunched in addition to technological tools; what the criteria call 

"high performance work systems." 

2. The Business Process Perspective 

This perspective refers to internal business processes. Metrics based on this 

perspective allow the managers to know how well their business is running, 

and whether its products and services conform to customer requirements (the 

mission). These metrics have to be carefully designed by those who know 

these processes most intimately; with our unique missions these are not 

something that can be developed by outside consultants. In institutions of 

hi . . i..:.... d administration process and the gher education this contain teaching an 
main engine of these processes "employees", employees satisfaction and 

productivity affect those processes. 
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In addition to the strategic management . process, two kinds of business 
processes may be identified: a) mission-orient d e processes, and b) support 
processes. 

3. The Customer Perspective 

Recent management philosophy has shown an increasing realization of the 

importance of customer focus and customer satisfaction in any business. 

Poor performance from this perspective is thus a leading indicator of future 

decline, even though the current financial picture may look good. In 

developing metrics for satisfaction, customers should be analyzed in terms of 

kinds of customers and the kinds of processes for which we are providing a 

product or service to those customer groups. 

4. The Financial Perspective 

Kaplan and Norton do not disregard the regular need for financial data. 

Timely and accurate funding data will always be a priority, and managers · 1 

will do whatever necessary to provide it. In fact, often there is more than 

enough handling and processing of financial data. With the implementation 

of a corporate database, it is hoped that more of the processing can be 

centralized and automated. But the point is that the current emphasis on 

financials leads to the "unbalanced" situation with regard to other 

perspectives. There is perhaps a need to include additional financial-related 

data, such as risk assessment and cost-benefit data, in this category. 

A major consideration in performance improvement involves the creation 

use of performance measures or indicators. Performance measures or 

indicators are measurable characteristics of services, process, and operations 

the institution uses to track and improve performance. The measures should 

be selected to best represent the factors that lead to improved customer, 
· · A ·mprehensive set of measures tie operational, and financial performance. CO 

t · - rfiormance requirements represents a clear 
O customer and\or company per_ 7 a a» r Page46of104 
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basis for aligning all activities with the company's goals. Through the 

analysis of data from tracking process, the measures or indicators themselves 

may be evaluated and changed to better support goals. 

A further key aspect of the balanced scorecard, is that the performance 

measures must be linked to the strategy that the instituted if following and 

not be created as an unconnected group of financial and non- financial 

measures. Kaplan and Norton stress that the scorecard is a management 

system aimed at streamlining and focusing strategy in a way that can lead to 

breakthrough competitive performance. 

When applying the concept of the balanced scorecard, it is important to note 

that the nature of the linkage between the four perspectives has been as the 

center of some recent debate in the academic literature. Otley (1999) reflects 

on the general assumption made that the financial and customer perspective 

can be viewed as a results measures, whereas the internal business and 

innovation and learning perspectives can be viewed as the means by which 

the results will be obtained. Norreklit (2000) is critical of the view that there 

is a linear causal link between the different perspectives and offers the view 

that the four perspectives are in fact interdependent. N orreklit also suggests 

that to be successful, the BSC needs to be rooted in the employee's internal 

commitment. 
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2.3. Higher Education in Palestine 

"This report "mentioned in supplement" c d overs stu ents enrolled in the 
Palestinian higher education institutions (universiti d 11 • . es an colleges, university 
and medium), as well as students and new ab: ti id · sorp 10n, an therr 
corresponding numbers of graduates the report focused O · f , n a companson o 
the numbers and proportions of age groups linked to a community without 

strict fields of specialization, where there will be a report To discuss the 

special disciplines and replication." 

Palestine has 43 higher educational establishments spread over the West 

Bank, Gaza Strip and Jerusalem, and there are 10 regular universities and 

uneven in size and absorptive capacity. In addition to the 13 collages, that 

number has doubled in the last three years. The latter type of institutions 

community colleges is the medium which gives Diploma in some programs 

and disciplines. Total students enrolled in institutions of higher education for 

the year 2005/2006 almost 149,624 student, 129,694 of them in the bachelor 

degree, 4363 Postgraduate studies and 15,567 in the diploma. So it is clear 

that the largest share was for the undergraduate students. But what is missing 

in our system of higher education is to support the idea of doctoral studies. 

It has become clear that the demand for Al-Quds Open University was not a 

simple thing has won the proportion of 35%, enabling students wishing to 

study and work during the study period to fulfill their desire. And the reason 

which has contributed in support of Al-Quds Open University that there are 

more than 22 different centers in different areas, making it easier for student 

access and reducing the cost of transportation. Noted the disparity between 
0 

the proportion of males and females, the percentage of young people ( 62%) 

or two-thirds of the students. While we note that recently the number of 

fen ale 5%. 5% te universities and this increase was more than half 
Iemaues is increasing in :en 
. . . . terpreted by females to males excelled in 
in most cases. The increase 1s in 

. · - . . rt t that the scale of change in the 
high school in recent years. It is impor:an 
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number of students enrolled from time to ti, d . · · 1me an again noted the pace of 
change here. The proportion of the annul · a, increase was 8.3% (11,500 
students) and the very large increase. More than h lf f th · • • a, o1 e increase is in the 

Al-Quds Open University, and the regular Universities have contributed the 
equivalent of 28% of the increase. 

The report dealt with the distribution of interdisciplinary study was clear that 

the proportion of female than male ratio in many disciplines, allocate 

education (two thirds), Arts and Social Sciences (about two-thirds as well), 

medical and health sciences (over half).The other disciplines than the 

proportion of males per female. In 2005 to provide general secondary school 

examinations approximately 63,750 students about 40 000 of them ' ' . 

succeeded students, Two-thirds of students are successful literary section, 

and the rest were from the scientific section, except 4% were from the 

professional section. In line with the instruction of the Higher Education 
Council not to accept university students in-regular high rate of less than 65% 

in the West Bank and 60% in the Gaza Strip and for the difference Platforms, 

was eligible for admission to universities are about ten 26,500 students. But 

the important question whether the ten universities able to absorb this 

quantitv and the number of students? 

We can say that 61 % of students qualified to join the ten universities already 

been absorbed in these universities, half of the literary section and the other 

half of the almost scientific section; we should say that more than 60% of 

them are female. Al-Quds Open University admitted 11,665 students (56%) 

students with a guideline, which is contrary to the philosophy of open 

education. The college has accepted 9,084 students, three-quarters of the 

l·t . d fifth of the scientific section and the rest ( 6%) of 1terary section, an a 

section career. 

. d umber of graduates for the year 
According to the report, the proport10n an n s . 

- rding tc the regular universities indicators 
2004/2005 as an example, accor o O . 0 

. -- - 
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emerged about 9900 students, while it has accepted 18 400 . , new students in 
the same year, the proportion of inputs to the 1 annua output worth almost 
doubled, while the Al-Quds Open University, enter Thre ti 3 ee 1mes as remove 
(3751 graduate and enrolled 11,665 new) while the univ ity fa ilti: d > 'versit acu, ies an 

colleges produce about half and a third entered and a very cl · · , · ear increase in 

the annual rate of input to output in all types of institutions of higher learning 

valuable say: sit a attribute output to 

Input In the same year but that the inputs two years ago in colleges and 

universities in four years or five engineering programs. Taking into account 

the number of dropouts during the study period. That is very true especially 

when talking about efficiency and effectiveness, but that the proportion of 

annual output to input a clear indication of the volume growth in higher 

education institutions and the capacity of institutions to pursue a policy of 

expanding existing programs or opening new programs for harmony with the 

growing demand and gain more students Fees and revenue premiums. 

2.3.1 Palestine Polytechnic University 

Palestine Polytechnic University (PPU) is one of the leading polytechnic 

universities in Palestine. It was founded in 1978 by the University Graduates 

Union (UGU), which is a non-profit organization in Hebron district. PPU is 

officially recognized by the Palestinian Ministry of Higher Education and it 

is an active member in the Rector Conference of Palestinian Universities. 

There are over 5000 students enrolled in the various areas of specialization at 

PPU during the academic year 2006-2007. 

· E · · d Technology Administrative There are four colleges in PPU: Engineering an , · 
Science and informatics, Applied Science, Applied Profession 
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2.3.2 Hebron University 

The history of the University dates to 1967, when Sheikh Mohammed Ali 

Al-Ja 'bari realized that the Israeli Occupation of the West Bank and Gaza 

would eventually lead to isolating the cities and towns. Sheikh Al-Ja'bari and 

other Palestinian personalities established Hebron (Al-Khalil) University in 

1971 pioneering higher education in Palestine. This helped the University 

overcome Israeli measures, and create a good opportunity for the needy and 

conservative families who would not otherwise send their daughters out of 

town to pursue higher education, either due to financial considerations or due 

to traditions. In 1971, the University started as a small college of Shari' a 

(Islamic Law) serving a total of 43 students. The University now offers 39 

programs leading to Bachelor degrees and 6 programs leading to Master 

degree. Hebron University awards B.A or B.Sc degrees in each of its 8 

faculties: Faculty of Agriculture, Faculty of Al-Shari'a, Faculty of Arts, 

Faculty of Education, Faculty of Finance and Management, Faculty of 

Science and Technology, Faculty of Nursing and College of Graduate 

Studies & Scientific Research offers seven Master degrees in the Arabic 

Language & Literature, English Linguistics, Business Administration, 

Islamic Judiciary Law, Plant Protection, Sustainable Natural Resources and 

Management and History. 

23.3 Bethlehem University 

Bethlehem University of the Holy Land is a Catholic Christian co­ 

educational institution of higher learning founded in 1973 in the Lasallian 

tradition, open to students of all faith traditions. Bethlehem University, the 
:. : West Bank, and can trace its roots to 1893 first university established in the es , 

when the De La Salle Christian Brothers opened schools in Bethlehem, 

Jerusalem, Jaffa, Nazareth, Turkey, Lebanon, Jordan, and Egypt. 

Page 51 of 104 



Innovation and High Performance institutions 
January 14,2009 

Bethlehem University was one of the founding members of the Palestinian 

Council for Higher Education in 1978 and continues membership with the 

Ministry of Education and Higher Education resulting from the coming of 

the Palestinian Authority in 1995. In October 1979 a Board of Trustees was 

established and in May 1981 Bethlehem University became a member of the 

Association of Arab Universities. Bethlehem University also holds 

memberships in the International Federation of Catholic Universities, 

Lasallian Association of Colleges and Universities, and the International 

Association of Universities 

Bethlehem university Faculties: Faculty of Arts, Faculty of Business 

Administration , Faculty of Science, Faculty of Education ,Faculty of 

Nursing , Institute of Hotel Management 
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3.1. Questionniar statistical analysis findings 

Palestine Polytechnic University results 

Table 3-1 research sample distribution according to the gender 

Gender [Frequency [Percent 

Male 46 69.7 

Female 20 30.3 

Total 66 100.0 

Table 3-2 research. sample distribution according to the position 

Position 4 Ev ? 
: . ' · .. 

' ! 

[Frequency [Percent 
. . ·;:·,_· 

Academic 23 34.8 

Admin. 34 51.5 

Academic ad.min. 9 13.6 

Total 66 100.0 

Table 3-3 research sample distribution according to the educational 
degree 

Educational Level ]Frequency 'Percent 
• . ·~ ,_ ' ...• ·~· . ,, . ·\' 1:.. , .. 

-. , .. : ~·- :. ; . . ... 

Diploma 4 6.1 

B.A. 29 43.9 

M.A. 21 31.8 
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PH.D 12 18.2 

Total 66 100.0 

Table 3-4 research sample distribution acco ct· t h · rung :o the years of 
expenence 

Experience [Frequency [Percent 
. ~., ..... ~ ' . .; 

Less than 5 years 21 31.8 

from 5-9 years 24 36.4 

10 years and more 21 31.8 

Total 66 100.0 

Innovation concepts according to the employees in PPU 

Table 3-5 the concepts arranged according to employees understanding 
and realization, from the highest level to the lowest. 

Innovation is a process that will create value for 
4.62 

the university? 
0.54 

University need to do a continuous different 

changes\activities to become an innovative 4.20 

university. 

0.74 

Innovation is a new concept help solving 4.15 
previous problems that faced the university 

0.96 

Innovation is a concept that do not make a]y_94 

difference whether you adopt it or not in 

0.89 
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Innovation is limited to productive companies 
and rarely to service organization 1.83 0.73 

- 
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This table indicates that the most popular concept is "Innovation is a process 

that will create value for the university" where its scale ( 4.62), followed the" 

University need to do a continuous different changes activities to become an 

innovative university" at the second level with a scale ( 4.20), then " 

Innovation is a new concept help solving previous problems that faced the 

university" ( 4.15), then" Innovation is a concept that do not make a 

difference whether you adopt it or not in university performance" (1.94), and 

the last concept was " Innovation is limited to productive companies and 

rarely to service organization" (1.83). 

Table 3-6 the sources of innovation at the PPU arranged according to its 

availability. 

· " , 

Innovation sources .4 
_ ._. -.-. _ _. ,.., ,\. ·- .. :: ... ·. '·" ·. ,_,:,,, ·'"•-· .. ·· " 

Technology 3.95 

Internal supervising 3.84 

Facilitation for research 3.59 

Supportive culture 3.53 

Collaboration with the market 3.46 

Knowledge sharing 3.44 

Continuous learning environment 3.38 

Financial facilities 3.16 

, 
,. 

1.12 

1.17 

0.79 

0.93 

1.02 

0.74 

0.76 

0.98 
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Employees motivation 3.16 0.79 

Training 2.94 0.85 

The data in the table indicates that the . • most available source was technology 
with scale (3.95), followed by the • t 1 .. . . . internal supervising (3.84), then the 
facilitation of research (3.59) then supporti 1 . . ve cu ture for innovation (3.53). 

While the last available sources was the suitabl tr . . . ·· le rammng with a scale (2.94), 
then employees motivation (3 16) then the finan . 1 +. il .. • ciai facilities (3.16). 

Table 3-_7 the performance levels at the PPU from the highest level of 
performance to the lowest one. 

Performance level Mean Std. Deviation 

Internal business process 4.08 0.74 

Learning and growth 3.88 0.79 

Customer satisfaction a 7s 0.75 .) . 3 

Financial performance 3.74 0.53 

It's clearly that the internal operation has the highest level of performance at 

the PPU with ( 4.08) scale, followed by learning and growth (3.88), then the 

customer satisfaction (3. 7 5), while level for performance was the financial 

performance with a (3.74) scale. 

HI: There is no significant relationship at ( a = .05) between the availability 
of sources of innovation and the performance level at the PPU university. 

Person correlation was used to ensure the validity of this assumption which 

indicates: 

, Cg], 
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Employees motivation 3.16 0.79 

Training 2.94 0.85 

The data in the table indicates that th e most available source was techn 1 
with scale (3 .95), followed by the • t 1 . . 

0 
ogy 

internal supervising (3.84), the th 
facilitation ofresearch (3.59) then supporti 1 _ · ' en 

I 
e ve cu ture for rnnovation (3.53). 

While the last available sources was the s1 it.bl . . . u1tat le training with a scale (2.94) 
then employees motivation (3.16), then the fir. ial fail% > mnancial tacilities (3.16). 

Table 3-7 the performance levels at the PPU from th hi zh 1 ·. e nghest level of 
performance to the lowest one. 

ertoace tee [Mean [sia peso 
' • ~ ,; : ~~ .. _ ~. .. . . ' ·~. { 

Internal business process 4.08 0.74 

Leaming and growth 3.88 0.79 ,I 

Customer satisfaction 3.75 0.75 

Financial performance 3.74 0.53 

It's clearly that the internal operation has the highest level of performance at 

the PPU with (4.08) scale, followed by learning and growth (3.88), then the 

customer satisfaction (3. 7 5), while level for performance was the financial 

performance with a (3.74) scale. 

HI: There is no significant relationship at ( a = .05) between the availability 

of sources of innovation and the performance level at the PPU university. 

P lidi f thi mption which 
erson correlation was used to ensure the va ty O; s assu 

indicates: 
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- " •'. ... ,' s » i¢ 

Variable s 4 •.·· ; 
' '' ' ' ]Person correlation - 

" 
., 4, Sig. 

+ e, -., 1 ,·,- -- 
le 

financial performance * 
innovation sources 

0.45 0.000 

- 
Internal business process * 
innovation sources 

0.48 0.000 

- 
Customer satisfaction * 
innovation sources 

0.55 0.000 
. 

Leaming and growth * 0.73 0.000 
innovation sources 

according to table (8) the data indicate that there is a significant relationship 

at ( a = .05) between the availability of sources of innovation and the 
performance level at the PPU, there is a positive relationship between the .1 

availability of sources of innovation and the performance level at the PPU. 

There is no significant relationship at ( a =.05) between the realization of 

innovation concept at the PPU employees due to employee position. 

To ensure the validity of this assumption the One Way Analysis Of Variance 

(AVOVA) was used to find the differences between the realization of 

innovation concept for the employees at the PPU due to employees position, 

that clear in table (9) 

Table 3-9 the Way Analysis Of Variance (AVOVA) results to find the 
ti if innovation concept for 

differences between the rea 1za 10n ° 
U d t mployees position 

the employees at the PP ue o e 
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[Sum of Squares]df [Mean Square 
·,3\,5°. 

4 

F Sig. 

Between Groups 0.194 2 0.097 

Within Groups 7.991 63 0.127 

Total 8.185 65 

0.764 0.470 

The table finding indicate that there is no significant relationship at ( a=.05) 

between the realization of innovation concept at the PPU employees due to 

employee position, as they clear through the standard deviation in table (10) 

Table 3-10 

1 

Academic 23 3.36 0.32 

Admin. 34 3 .30 0.38 

Academic admin. 9 3. 46 0.30 
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Hebron University results 

Table 3-11 research sample distribution accordi1 t th ng o e gender 
TL"%-F } > 

Gender {Frequency !Percent . .. ,,:,-•, . . . .' ..... , ·. , '• 

. . . -~ : . -.:-. ._, ... ,,. ~ ·_,.·,_ : ,. . . . . . ~;' . : . ~- . :: '. :.., .: 

Male 49 77.8 

Female 14 22.2 

Total 63 100.0 

Missing values =2 

Table 3-12 research sample distribution according to the position 

[Frequency [Percent 
34-l \l 

. ,-... -~- ·,,. (' , 

,I 

Academic 32 

Admin. 17 

Academic admin. 14 

Total 63 

Missing values = 2 

50.8 

27.0 

22.2 

100.0 

T 
. . • d·ng to the educational able 3-13 research sample d1stnbut10n accor 1 

degree 
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Educational Level Frequency Percent 

Diploma 3 4.6 

B.A. 15 23.1 

M.A. 25 38.5 

PH.D 22 33.8 

Total 65 100.0 

Table 3-14 research sample distribution according to the years of 

expenence 

Less than 5 years 20 30.8 

from 5-9 years 14 21.5 

10 years and more 31 47.7 

Total 65 100.0 

Innovation concepts according to the employees in Hebron University. 

Table 3-15 the concepts arranged according to employees understanding 
and realization, from the highest level to the lowest. 

1 
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Meaning of Innovation ' I Mean Std. Deviation 
• < 4,, J 

' .. ·. •( 

Innovation is a process that will create value for 
the university? 4.57 0.58 

University need to do a continuous different 

changes\activities to become an innovative 4.31 

university. 

0.78 

Innovation is a new concept help solving 

previous problems that faced the university /4.22 
0.80 

Innovation is limited to productive companies 

and rarely to service organization 
2.03 1.00 

Innovation 1s a concept that do not make a 

difference whether you adopt it or not 1n 2.00 

university performance 

0.93 

This table indicates that the most popular concept is "Innovation is a. process 

that will create value for the university" where its scale ( 4.57), followed the " 

University need to do a continuous different changes activities to become an 

innovative university" at the second level with a scale (4.31), then " 

Innovation is a new concept help solving previous problems that faced the 

university" ( 4.22), then " Innovation is limited to productive companies and 

rarely to service organization" (2.03), and the last concept was ""Innovation 
is a concept that do not make a difference whether you adopt it or not in 

university performance" (2.00). 
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Table 3-16 the sources ofi» ,, Juarmy1@,zoos 
innovation at the Hebro . . 

according to its: ±15-1;, on University arranged 
6 availability 

Innovation sources } Mean . ' ., ,Std. Deviation 
- 

g , 

6 
¢ ±, 

Internal supervising 
, 

I, 

3.90 1.01 

Supportive culture 3.30 0.96 

Continuous learning environment 3.26 0.83 

Technology 3.23 1.04 

Knowledge sharing 3.15 0.87 

Employees motivation 3.11 0.76 

Facilitation for research 2.98 0.85 

Financial facilities 2.80 0.79 

Collaboration with the market 2.76 1.04 

Training 2.68 0.80 

,I 

The data in the table indicates that the most available source was internal 

business process with scale (3.90), followed by supportive culture (3.30), 

then the Continuous learning environment (3.26) then the technology (3.23). 

While the last available sources was the suitable training with a scale (2.68), 

then the Collaboration with the market (2.76), then the financial facilities > 

(2.80). 
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Table 3-17 the performance levels at H br : . · 
epron university from the highest 

level of performance to th 1 e owest one. 

Performance level [Mean {Std. Deviation 

Internal business process 4.02 0.73 

Financial performance 3.66 0.60 

Customer satisfaction 3.46 0.91 

Learning and growth 3.37 0.93 

It's clearly that the internal business process has the highest level of 

performance at Hebron University with ( 4.02) scale, followed by financial 

performance (3.66), then the customer satisfaction (3.46), while level for 

performance was the Learning and growth with a (3 .3 7) scale. 

Hl: There is no significant relationship at (a= .05) between the availability .1 

of sources of innovation and the performance level at Hebron university. 

Person correlation was used to ensure the validity of this assumption which 

indicates: 

Table 3-18 Person correlation results 
.... 

" . ·•· · Person correlation Sig. Variables 
·3 

'' 

.. -: •' 

' 
.. 

, ' -· ., ge, 
: , 
,. ' 

Internal business process * 
0.38 0.002 

innovation sources 

Financial performance * 0.000 0.43 
innovation sources 

Learning and growth * 0.000 o 0.46 
innovation sources 
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Customer satisfaction * 

innovation sources 0.41 0.001 

according to table (8) the data indicate that th · · ·fi 1 · hi ere is a s1gnI cant relations) !p 

at ( a = .05) between the availability of sources of innovation and the 

performance level at Hebron university, there is a positive relationship 

between the availability of sources of innovation and the performance level 

at Hebron university. 

There is no significant relationship at ( a = .oS) between the realization of 

innovation concept at the Hebron university employees due to employee 

position. 

To ensure the validity of this assumption the One Way Analysis Of Variance 

(AVOVA) was used to find the differences between the realization of 

innovation concept for the employees at Hebron university due to employees 

position, that clear in table (9) 

Table 3-19 the Way Analysis OfVariance (AVOVA) results to find the 

differences between the realization of innovation concept for the 

employees at Hebron university due to employees position 

,, • p 

. 1 ·· '· 
A s 

.. 

Sum 
g 

of 
l I.; 

- .. ,. . . . - .. 
Mean Square -f,, [Sig. " df .- ,. _. 2 

: 
·. 

; Squares ,. . 
. . .. ,. , .. 

. ' .. .... ., 
'3 ,. 

".» : 

Between Groups 0.323 2 0.161 

Within 7.957 60 0.133 1.216 0.304 
Groups 

Total 8.279 62 

:. 5adj ate that there is no significant relationship at 
The table finding 1n ica e 

th 1. ation of innovation concept at the PPU (a= .o5) between e rea.1Z 

,I 
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employees due to emplo . • yee position, as they clear through the 
standard deviation in table 3-20 

Position ··N·· Mean 
e 

Std. Deviation 

Academic 32 3.48 0.41 

Admin. 17 3.31 0.23 

Academic admin. 14 3.41 0.37 

Bethlehem University 

Table 3-21 research sample distribution according to the gender 

Gender Frequency Percent 

Male 33 71.7 

Female 13 28.3 .I 

Total 46 100.0 

Table 3-22 research sample distribution according to the position 

Position 
. ' . . , . . 

!Frequency Percent 

Academic 24 53.3 

Admin. 12 26.7 

Academic admin. 9 20.0 

Total 45 100.0 

Missing values= 1 
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Table 3-23 research sample d. . -­ 1stribution according to the educational 
degree 

January 14,2009 

•l·· .. 

Educational Level Frequency ] Percent 
e 

B.A. 11 23.9 

M.A. 19 41.3 

PH.D 16 34.8 

Total 46 100.0 

Table 3-24 research sample distribution according to the years of 

experience 

Experience 
•. 

]Frequency Percent 
'» 

Less than 5 years 4 8.7 

From 5-9 years 20 43.5 

10 years and more 22 47.8 

Total 46 100.0 

Innovation concepts according to the employees in Bethlehem University. 

Table 3-25 the concepts arranged according to employees understanding 

and realization, from the highest level to the lowest. 

Meaning of Innovation Mean Std.' Deviation 

Innovation is a process that will create value for", 4.55 

the university? 

0.70 

Innovation is a . new concept help solving 4.07 
0.77 
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g 

previous problems that faced the u . . nIvers1ty. 

University need to do a continuo diff us 1 erent 
changes\activities to become an innovative 4.02 0.83 
university. 

Innovation lS a concept that do not make a 
difference whether you adopt it or not 1Il 2.54 0.72 
university performance. 

Innovation is limited to productive companies 
2.33 0.63 

and rarely to service organization 

January 14,2009 

This table indicates that the most popular concept is "Innovation is a process 

that will create value for the university" where its scale ( 4.35), followed the 

"Innovation is a new concept help solving previous problems that faced the 

university " at the second level with a scale (4.07), then " University need to 

do a continuous different changes activities to become an innovative 

university " ( 4.02), then " Innovation is a concept that do not make a 

difference whether you adopt it or not in university performance" (2.54), and 

the last concept was " Innovation is limited to productive companies and 

rarely to service organization" (2.33). 

Table 3-26 the sources of innovation at the Bethlehem University 

arranged according to its availability. 

Innovation Sources Mean 
Std. 
Deviation 

Internal supervising 3.84 1.21 

Continuous learning environment 3.74 0.75 

Supportive culture 
0.77 
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Technology 3.69 1.20 

Facilitation for research 3.55 0.82 

Employees motivation 3.51 0.73 

Financial facilities 3.46 0.87 

Knowledge sharing 3.30 0.95 

Training 3.01 0.61 

Collaboration with the market 2.95 1.19 

The data in the table indicates that the most available source was internal 

supervising with scale (3.84), followed by the Continuous learning 

environment (3.74), then supportive culture for innovation (3.53) then the 

technology (3 .69) . 

While the last available sources was the Collaboration with the market with a 

scale (2,95), then training (3.01), then Knowledge sharing (3.30). 

Table 3-27 The performance levels at Bethlehem university from the 

highest level of performance to the lowest one . 

Performance level Mean !Std. Deviation 

Internal business process 3.94 0.74 

Leaming and growth 3.84 0.66 

Customer satisfaction 3.81 0.73 

Financial performance 3.04 0.60 

It' 1 1 th h · t al operation has the highest level of performance at s c ear y at t e Intern 

B thl h 
· , - ·th (3 94) scale followed by learning and growth 

et ehem university wr • 
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(3.84), then the customer satisfaction ( ­ 
fi 

. 
1 

3-81), while level for performance was 
the inancial performance with a (3.04) • scale. 

January 14,2009 

There is no significant relationshi = . . P at (a=.05) between the availability of 
sources of innovation and the verf pt ormance level at Bethlehem university. 

Person correlation was used to e . . . nsure the validity of this assumption which 
indicates: 

Table 3-28 Person correlation results 

Customer satisfaction * 

innovation sources 
0.60 0.000 

Financial performance 
innovation sources 

0 "l.1_ .3 + 0.019 

Internal business process * 

innovation sources 
0.55 0.000 

Learning and growth 
innovation sources 

0.50 0.000 

according to table (8) the data indicate that there is a significant relationship 

at ( a = .05) between the availability of sources of innovation and the 

performance level at Bethlehem university, there is a positive relationship 

between the availability of sources of innovation and the performance level 

at Bethlehem university. 

There is no significant relationship at ( a= .05) between the realization of 

innovation concept at Bethlehem university employees due to employee 

position. 
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To ensure the validity of this assumption the One Way Analysis Of Variance 

(AVOVA) was used to find the differences between the realization of 

innovation concept for the employees at Bethlehem university due to 
employees position, that clear in table (9) 

Table 3-29 the Way Analysis Of Variance (AVOVA) results to find the 

differences between the realization of innovation concept for 

the employees at Bethlehem university due to employees 
position 

. ': . - . ?·' ~ ~~ , .'} ., - ,; " . ': N'• ' • , • • • .• : 

> [Sum of Squares [df [Mean Square [F 
a it,l.· 

Between Groups 0 .207 2 0.104 

Within Groups 5.905 42 0.141 

Total 6.112 44 

0.736 0.485 

The table finding indicate that there is no significant relationship at ( ~ = .o.5) 

al. ~ of innovation concept at Bethlehem university between the re 1zauon 
. . . as they clear through the standard employees due to employee pos1t10n, 

deviation in Table 3-30 

Position ... ,N · .Mean Std. Deviation 

Academic 24 3.47 0.35 

Admin. 12 3.40 0.35 

Academic admin. 9 3.60 0.44 

Regular West Bank Universities 
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Table .J-31 the distribution of th · e sample ac ct· cor mg to the university and 
gender 

Gender \ 

, ,. 

[ : Male Female Total 
I 

University " 

" 
,, 

·•, 46 20 66 
PPU 

69.7% 30 39 37.7% 
, . 

.) • .) 0 .. 

. . ., 
.• 

49 14 63 
Hebron 

77.8% 22.2% 36.0% 

33 13 46 
Bethlehem 

, 71.7% 28.3% 26.3% 

•, 

128 47 175 

Total 
73.1% 26.9% 100.0% 

Table 3-32 the distribution of the sample according to the university and 

educational degree 

Educational Level 

University 

Diploma B.A M.A. PH.D Total 

PPU 4 29 21 12 66 
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Table 3-31 the distribution of th · · · .. · · e sample ac di . cording to the university and 
gender 

• January 14,2009 

Gender 

University 

! Male 1Female ' Total 

Hebron 

Total 

20 66 

69.7% 30.3% 37.7% 

49 14 63 

77.8% 22.2% 36.0% 

33 13 46 

. 71.7% 28.3% 26.3% 

128 47 175 

73.1% 26.9% 100.0% 

Table 3-32 the distribution of the sample according to the university and 

educational degree 

Educational Level a 

[Diploma B.A [M.A. [PH.D Total 

University 

PPU 4 29 21 12 66 
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6.1% 

Hebron 
3 

,4.6% 

Bethlehem % 
• ·' 'So 

Total 
1 4.0% 

January 14,2009 

43.9% 31.8% 18.2% 37.3% 

15 25 22 65 

23.1% 38.5% 33.8% 36.7% 

11 19 16 46 

23.9% 41.3% 34.8% 26.0% 

55 65 50 177 

31.1 % 36.7% 28.2% 100.0% 

Table 3-33 the distribution of the sample according to the university and 

employees position 

University 

• 4° '> ) 

Total 

PPU 

Hebron 

Bethlehem· 

Total 

, 

23 34 9 66 

'34.8% 51.5% 13.6% 37.9% 

32 17 14 63 

50.8% 27.0% 22.2% 36.2% 

24 12 9 45 

53.3% 26.7% 20.0% 25.9% 

63 32 174 
79 

45.4% 36.2% 18.4% 100.0% 
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Table 3-34 the distribution of th · . · e sample accordmg to the university and 
years of experience 

January 14,2009 

gs " 
. 24 21 66 

PPU 
. .. 31.8% 36.4% 31.8% 37.3% 

» ( 

'­ 20 14 31 65 
Hebron 

30.8% 21.5% 47.7% 36.7% 

4 20 22 46 
Bethlehem 

8.7% 43.5% 47.8% 26.0% 

. 45 58 74 177 

Total 
25.4% 32.8% 41.8% 100.0% 

The innovation concepts according to the employees in the three universities 

(PPU, Hebron, Bethlehem). 

Table 3-35 the concepts arranged according to employees understanding 
and realization from the highest level to the lowest. 

Meaning of Innovation 

Innovation is a process that will create value for 4.53 

the university? 

0.61 
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University need to do a continuous different 

changes activities to become an innovative 4.19 
university. 

0.78 

Innovation is a new concept help solving 

previous problems that faced the university 4.15 0.85 

Innovation is a concept that do not make a 

difference whether you adopt it or not in 2.12 

university performance. 
0.90 

Innovation is limited to productive companies 
2.03 

and rarely to service organization 
0.83 

This table indicates that the most popular concept is "Innovation is a process 

that will create value for the university" where its scale ( 4.53), followed the " 

University need to do a continuous different changes activities to become an 

innovative university" at the second level with a scale (4.19), then " 

Innovation is a new concept help solving previous problems that faced the 

university" ( 4.15), then" Innovation is a concept that do not make a 

difference whether you adopt it or not in university performance" (2.12), and 

the last concept was " Innovation is limited to productive companies and 

rarely to service organization" (2.03). 

Table 3-36 the sources of innovation at the three universities arranged 

according to its availability. 

,\ 

Innovation sources Mean 
Std. 
Deviation 

Internal supervising 3.87 1.12 

Technology 
3.62 1.15 
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January ¢ 20b$ 

University need to do a > 
/ .co11tmuDus differ.ent 
changes activities to become an innovative 4.19 
university. 

0.78 

Innovation is a new concept help solving 

previous problems that faced the university 4.15 0.85 

Innovation is a concept that do not make a 

difference whether you adopt it or not m 2.12 
university performance. 

0.90 

Innovation is limited to productive companies 
2.03 and rarely to service organization 0.83 

This table indicates that the most popular concept is "Innovation is a process 

that will create value for the university" where its scale (4.53), followed the 11 

University need to do a continuous different changes activities to become an 

innovative university" at the second level with a scale (4.19), then " 

Innovation is a new concept help solving previous problems that faced the 

university" (4.15), then" Innovation is a concept that do not make a 

difference whether you adopt-if or not in university performance" (2.12), and 

the last concept was " Innovation is limited to productive companies and 

rarely to service organization" (2.03). 

Table 3-36 the sources of innovation at the three universities arranged 
according to its availability. 

A ,. . , 

Std. 
"< 

Innovation sources Mean 
-· Deviation 

-· 

Internal supervising 3.87 1.12 

Technology 3.62 1.15 
. - 

0 : 

.I 
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Supportive culture 3.50 0.92 
~ 
Continuous learning environment 3.43 0.80 

Facilitation for research 3.36 0.86 

Knowledge sharing 3.30 0.85 

Employees motivation 3.2 0.78 2. 0 

Financial facilities 3.11 0.92 

Collaboration with the market 3.07 1.11 

Training 2.87 0.79 

January 14,2009 

The data in the table indicates that the most available source was internal 

supervising with scale (3.87), followed by the technology (3.62), then 

supportive culture for innovation (3 .50), then continuous learning 

environment (3.43). 

While the last available sources was the suitable training with a scale (2.87), 

then collaboration with market and society (3.07), then the financial facilities 

(3.11). 

Table 3-37 the performance levels at the three universities from the 

highest level of performance to the lowest one. 

l .. 
"so 1 Std. 

Performance level " 
Mean Deviation 

- 

Internal business process 4.02 0.73 

Leaming and growth 3.68 0.84 

Customer satisfaction 3.66 0.82 
. - 
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rinancial performance ls I 0.64 

It's clearly that the internal operation has the highest level of performance at 

the three universities with (4.02) scale, followed by learning and growth 

(3.68), then the customer satisfaction (3.66), while level for performance was 

the financial performance with a (3.53) scale. 

HO: There is no significant relationship at (a= .05) between the availability 

of sources of innovation and the performance level at the three universities. 

Person correlation was used to ensure the validity of this assumption which 

indicates: 

Table 3-38 Person correlation results 

, % ;» 
, ¢ 4 

.. ; . . Person correlation Sig. Variables .. . . · ," » 
· % .. 

•, 

Learning and growth * 0.55 0.000 
innovation sources 

Financial performance * 0.28 0.000 
innovation sources 

Internal business process * 0.46 0.000 
innovation sources 

Customer satisfaction * 0.000 0.50 
innovation sources 

,I 

d 1dicate that there is a s1gmficant relationship 
according to table (8) the ata m 

ilability of sources of innovation and the 
at (a = .05) between the avai a . . . . 

hr 
. versities , there is a positive relationship 

performance level at the t} ee uni 
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between the availability of sources of inno 1tic id th -C'. 1 1 va on an e peuormance eve 
at the three universities. 

There is no significant relationship at ( a = .o5) between the realization of 
innovation concept at the three universities employees due to employee 

position. 

To ensure the validity of this assumption the One Way Analysis Of Variance 

(AVOVA) was used to find the differences between the realization of 

innovation concept for the employees at the three universities due to 

employees position, that clear in table (9) 

Table 3-39 the Way Analysis Of Variance (AVOVA) results to find the 

differences between the realization of innovation concept for 

the employees at the three universities due to employees 

position 

-~-- ..... ·;, 
. · 4 4 ', ·' .. '» ¢% ,· .. Sum of ·• . - } Sig ,. 

: Df Mean Square F : . 
I, ' ' ,·· .• ,·, . , 

' '·· Squares ,. ,, 4 .. •' .,• 3 ,. 
y . .. . 

:: .. 

Between Groups 0.711 2 0.356 

22.350 171 0.131 2.721 0.069 
Within Groups 

Total 23.061 173 

.I 

: ianificant relationship at ( a .o5) 
The table finding indicate that there is nosig. . . 

. . oncept at the three universities 
between the realization of innovation c d d > 

. . as they clear through the stan ar 
employees due to employee position, 

deviation in table (10) 

Table 3-40 

i! 

Position N , Mean 
Std. Deviation 

. -· - 
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Academic 79 - 
3.44 0.37 

Admin. 
- 63 3.32 0.34 

Academic admin. 32 3.48 0.37 

3.2. Ana . 

January 14,2009 

lysis 

Profile 

Table 3-41 the distribution of the 

d 
sample according to the university and 

gen er. 

., 
.- . ·• · Tot 
Female 

g mA ,e 
al 

\:] 

46 20 66 

69.7% 30.3% 37.7% 

49 14 63 

77.8% 22.2% 36.0% ,I 

33 13 

Y, 

46 

71.7% 28.3% 26.3% 

128 47 175 

73.1% 26.9% 100.0% 

This table shows the distribution of the sample among the three universities 

according to the gender while the PPU sample was the highest between the 

three university with total 66 and 37.7 percent from the total sample which 

was contain from 46 male and 20 female, followed by Hebron university > 

with 36 percent and Bethlehem was the last and the least with 26.3 percent 

from the total sample, contains form 13 female and 33 male. From the total 

sample the females were 26.9 percent while the males were 73.l percent/ 
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- 
Academic 79 3.44 0.37 

Admin. 63 3.32 0.34 

Academic ad.min. 32 3.48 0.37 

3.2. Ana 
- 

January 14,2009 

ly sis 

Profile 

Table 3-41 the distribution of the sample according to the university and 
gender. 

Female 
Tot 

al 

Bethlehem 

Total 

69.7% ,, 0 ,, o/c 2 .2 0 

49 14 

77.8% 22.2% 

33 13 

71.7% 28.3% 

128 47 

73.1% 26.9% 

66 

37.7% 

63 

36.0% 

46 

26.3% 

175 

100.0% 

.I 

This table shows the distribution of the sample among the three universities 

according to the gender while the PPU sample was the highest between the 

three university with total 66 and 37.7 percent from the total sample which 

was contain from 46 male and 20 female, followed by Hebron university 

with 36 percent and Bethlehem was the last and the least with 26.3 percent 

from the total sample, contains form 13 female and 33 male. From the total 

sample the females were 26.9 percent while the males were 73.1 percent/ 
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Table 3-42 the distribution f he January 14,2009 
o t e sample accordi . . 

employees positio ng to the umversity and 
n. 

~.' .· :~._Ac!ld~lllic 

PPU 
23 

34.8% 
.. ,, 

Hebron .. 
; .'} 
.% > 'c' 

32 

50.8% 

Bethlehem .- .. : . ; ~- . ; 

24 

53.3% 

., .. 

Total 79 

45.4% 

.• 

i. 

' Ad · 
, ¢ 

min. Academic admin. 
' 

r o' 

Total 
.,. ? 

34 9 66 

51.5% 13.6% 37.9% 

17 14 63 

27.0% 22.2% 36.2% 

12 9 45 

26.7% 20.0% 25.9% 

63 32 174 

36.2% 18.4% 100.0% 

Table 3-43 the distribution of the sampl d e accor mg to the university and 

educational degree 

PH.D' 

PPU I + 29 21 
12 

6.1% 43.9% 31.8% 18.2% 

Hebron 
3 15 25 22 

4.6% 23.1 % 38.5% 33.8% 

' ,Y • % 

Bethlehem 
11 19 16 

-- 
- 

23.9% 41.3% 34.8% 

Total 
7 55 65 50 

4.0% 31.1% 36.7% 28.2% 

- 

Total ' 
'. ,I 

66 
.., ... :,,,,, 

37.3% 

65 

36.7% 

46 

26.0% 

177 

100.0% 

I ,. 

According to data that show the education degree among the three university 

has the best numbers of higher education degrees ,with 22 P.H.D degree, 

while PPU has 12 and Bethlehem 16 and the same going according to M.A 

degree with 25 degree and PPU the second while Bethlehem the last these 

information gives Hebron university preferably between the three university. 
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e sample according t th . . 

Y
ears of exp · i::, 

0 e university and 
enence 

pPPU 
31.8% 

A 
Hebron 

20 

30.8% 

• , •. \<. 

Bethlehem 
4 

8.7% 

Total 
25.4% 

From 5-9 years 
, 10 years and 

l Total- 
.,··. --~~- 

: . more 

24 21 66 
36.4% 31.8% 37.3% 

14 31 65 

21.5% 47.7% 36.7% 

20 22 46 

43.5% 47.8% 26.0% 

58 74 177 

32.8% 41.8% 1 00.0% 

This table gives advantage to Bethlehem university which is the highest 

number of years of experience are there's is 47.8% of the sample has 10 and 

more years of experience and the same thing with experience years from 5-9 

years, where 4 3 .5 % of the sample are. Hebron university comes as the 

second while PPU was the last 

1 

Concept of innovation 
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Table 3-45 the concept · s arrano-ect January 14th 2009 

o acco ct· · 
and realization among S r mg to employees understandi . 

· 3outhernWe Dg 
universities. est Bank regular 

wal create value for the 
university· 

whether you adopt it or not 
in university performance. 
iovaon is 1tea to .. •, •, . . . . . 
productive companies and 
rarely to setl4ce'.:'· ·: > •.. . '. 
organization 
University need to do a 
continuous different 
changes\activities to 
become an innovative 
university. · 

4.26 

.54 

4.15 

.96 

1.94 

.89 

2.12 

.73 

4.15 

.96 

Hebron Bethlehem Total 

4.57 4.35 4.53 
.58 .70 .61 

4.22 4.07 4.15 

.80 .77 .85 

2.00 

.93 

2.54 

.72 

2.12 

.90 

2.03 

1.00 

2.33 

.63 

2.03 

.83 

4.22 

.80 

4.02 

.83 

4.15 

.85 

.I 

As for the average for the employee realizing for innovation as concept there 

was a preferable to Bethlehem employee with average 3.46 followed by 

Hebron university at the second place with average 304, while PPU had the 

least scale with average 3032. 

Sour . . - ces of mnovat1on 
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anged acc :di 
among Southern West B or mg to its availability 

ank reg 1 ular universities. 

- - 

internal supervising 
- PPU Hebron 

--...:_ Bethlehem Total 
; . 3.84 3.90 

.> 
3.84 

. - - " 1.17 1.01 
3.90 

.. 1.21 

Supportive· culture. 

1.01 

... 
3.53 3.30 

, . 
3.73 3.30 

st 
t · 

. • . . . .93 .. ' 
.96 

Continuous learning 
a 

. , .77 
3.38 

.96 

.. .. : 
3.26 

environment 
. . , . 3.74 

. ,. l .. .. .76 
3.26 

. . ' . 
. .. .83 

Technology 
.. 

.75 .83 
. . 

., 
! 3.95 .® 3.23 3.69 

. . 
.. .. 

3.23 
. ,, 

. 1.12 ., : 1.04 
- -~ . ~ o 

1.20 
g» 

A 

1.04 
.· 

Knowledge sharing 
3.44 3.15 3.30 

o 
3.15 

: .74 .87 .95 
» , 

.87 

Employees motivation 
3.16 . 3.11 3.51 3.11 

·. .79 .76 .73 .76 
·,. ._- : 

Facilitation for research .. 
. 3.59 2.98 3.55 2.98 

.79 .85 .82 .85 
a 

Financial facilities 
3.16 2.80 3.46 2.80 

.98 .79 .87 .79 

Collaboration with the . 3.46 2.76 2.95 2.76 

market 1.02 1.04 1.19 

ll00l00AAA)»III 

1.04 

- - 

Training 
2.94 2.68 3.01 2.68 

- 
.85 .80 .61 .80 

According to the table above about the scores for the availability for sources 

of innovation among the three universities from the employees view point as 

follow: 

.I 

Bethlehem has the highest number of the sources of innovation which is : 

• Supportive culture 

- 
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Table 3-46 sources Of i . · nnovation arra -- . January 14,2009 
nged acc :di 

among Southern West B or mg to its availability 
ank reg 1 uiar universities. 

Supp! 

Conti 

enviro 

Kno 
' 

Emp 

Facilitation 

Financial f: 
' ' ~ ~ 

Collabor 

Tr±·4 ammng 

PPU ] Hebron Bethlehem . : .. Total 
3.84 3.90 
1.17 

3.84 3.90 
1.01 1.21 

3.53 
1.01 

3.30 3.73 3.30 
.93 .96 .77 .96 
3.38 3.26 3.74 3.26 

.76 .83 .75 .83 
3.95 3.23 3.69 3.23 

1.12 1.04 1.20 1.04 

3.44 3.15 3.30 3.15 

.74 .87 .95 
! 

.87 

3.16 3.11 3.51 3.11 

.79 .76 .73 .76 

. 3.59 2.98 3.55 2.98 

.79 .85 .82 .85 ,I - ............. 

3.16 2.80 3.46 2.80 

.98 .79 .87 .79 

3.46 2.76 2.95 2.76 

1.02 1.04 1.19 1.04 

2.94 2.68 3.01 2.68 

.85 .80 .61 .80 

According to the table above about the scores for the availability for sources 

of innovation among the three universities from the employees view point as 

follow: 

Bethlehem has the highest number of the sources of innovation which is : 

• Supportive culture 
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• Employees motivation 

• Financial motivation 

• Training 

pPPU was the second as it was number O . h . . . ne in the availability of : 

• Technology 

• Collaboration with the market 

• Knowledge sharing 

• Facilitation for research 

,\ 

While in order to the total average for the availability for the sources of 

innovation PPU had the higher score with 4.05 followed by Bethlehem 3087 

which tells us that even the sources that Bethlehem was the first in its 

availability the deference was too small compared to the sources PPU was 

first in and Hebron was the last with the least scores Between the three 

university. 

I ,. 

Performance 

T bl S them West Bank regular 
a e 3-47 performance levels among iou 

universities. 

- Bethlehem· ' Total 
, 

, pPPU Hebron 4 

•. 4.02 
baa 8 

.... .- .. 3.94 
Internal biisiriess process 4.08 4.02 

.74 .73 
; . .74 .73 

r--- 3.66 3.04 3.66 

Financial performance 3.74 
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: .53 ' ', s .60 
cstomer satisfaction .60 .60 3.75 3.46 u: 7· + 3.81 3.46 

, .75 .91 ; .73 .91 
[Learning and growth 3.88 3.37 3.84 3.37 '' .79 : .93 Y ,, .66 .93 , '' s I 

lb 

Ja 14,2009 

The data which table 7 gave us about the perfonnance level among the three 

university was a reflection for that positive relationship between the 

availability of the sources of innovation and the performance , that was clear 

where the PPU had the Highest average of the scores of the availability of 

sources of innovation with 4305 .PPU also was the first in the scores of the 

performance levels between the three university as it has the highest scores in 

three criteria of performance form four which is : 

• Internal business processes 

• Financial performance 

• Leaming and growth 

. . d ft B thlehem university in customer satisfaction While it was the secon a er et 
but in average small difference. 

fj d th t the sources that Bethlehem was 
So in regards to table 6 we can an a . . 

h fleet the customer satisfaction 
higher than PPU in were the sources t ere 
which is: 

• Supportive culture 

• Continuous motivation 

• Financial facilities 

• Trading 

S · - formance -9Urces of innovation and pe~ . · Page 84 of 104 
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Ho: There is no significant relaf • " January 14,2009 
. . ionship at ( a=.05 . . 

of sources of innovation and the perfo: O etween the availability 
ormance level t th . a e three uruversities. 

person correlation was used to ens h ure t e validity f hi 
indicates: 0 

tt is assumption which 

Table 3-48 Person correlation result t fi . . . s O ind the relationship between the 
availability of sources of• . Innovation and the performance level 
Southern West Bank regular u . . . rnvers1t1es. 

Learning and growth 73 innovation sources 

Internal business" .48 
process innovation 

Customer satisfaction ] innovation sources.» 
.55 

Hebron . ·. /Bethlehem Total 
.38 .50 .55 

.43 .34 .28 

.46 .55 .46 
i! 

.41 .60 .50 

according to table (8) the data indicate that there is a significant relationship 

at (a = .05) between the availability of sources of innovation and the 
performance level at the three universities , there is a positive relationship 

between the availability of sources of innovation and the performance level 

at the three universities. 

.I 
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Abstract: 

This case study highlights the question of h · . ow can one of PPU colleges 
improve its performance and how it can reach th ·d 1 . . . e ilea situation to achieve 
innovation. This case study based on interviews · th d • • wit lecision makers, 

academic and administrative staff that have been involved in PPU university. 

Innovation is the prime strategy for the first decade of the twenty-first 

century, from this time a move to an information economy grew rather than 

an industrial economy. Industrial are being created and\or transformed by 

innovation in understanding and application of those innovation to our world 

and there is no place better than universities to bring innovation to the world. 

The fact that innovative universities contribute significantly to the growth 

and development of the community and economy through the university's 

distinguished graduates, that inspired us to start with PPU as a starting point. 

,I 

About Palestine Polytechnic University 

Palestine Polytechnic University (PPU) is one of the leading polytechnic 

universities in Palestine. It was founded in 1978 by the University Graduates 
· ti in Hebron district. PPU is 

Union (UGU), which is a non-profit orgamza on . . 
::% Ministry of Higher Education and it 

officially recognized by the Palestllllan ° . . . 
· mfe e of Palestinian Universities. 
1s an active member in the Rector Cor terencs . • 

he various areas of specialization at 
There are over 5000 students enrolled in t e v 

PPU during the academic year 2006-2007. 

There are four colleges in PPU: 

• Engineering and Technology 
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• Applied Science 

• Applied Profession 

The PPU campus is distributed on a number of 1 • ocations: 

• General· Administration Headquarter 

• Abu-Ketila Campus 

• Wadi-Alharia Campus 

• Abu Romman Campus 

University considering several disciplines: applied science, engineering and 

technology, information technology and management and others. 

1 

PPU strategic plan: 

Vision 

T d S . T: :hnology, and Innovation Global University by the 
owaris a vcience, eci > 

year 2016. 

Mission 

ake a positive change and fulfill 
To graduate qualified labor forces able tom 1 • 1 d 

unity in scientific, technological, anl 
the needs and requirements of the comm 

research fields. 

T .- - .d d solutions. 
O provide innovative ideas an _ Page 87 of 104 
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jo strengthen the role of the 
January 14°,2009 

scientific 
1
. hin . research d 

accomplish ag sustainable and ubs " su stanti 1 . at national growth. 

to attract qualified and ranked hu man resources. 

To reform the university environme it en and atmosphere. 

development in 

Main objectives 

Assuring quality in academic programs . 
. 

Assuring quality in administrative issues. 

Encouraging the scientific research. 

Communicating efficiently with local community. 

Achieving full financial self- dependency. 

Enhancing the university atmosphere and the extracurricular activities. 

,I 

From PPU vision statement - as mentioned earlier -, PPU must make every 

effort to achieve it - " Toward a Science, Technology and Innovation Global 

University by the year 2016"-. 

This case study focus on innovation aspect of PPU vision statement, that 

stems from the fact of innovation importance, many of scientists and writers 

urged the innovation importance. 
,.. . . . . . es wages and retumS to capital" 
Innovation drives productivity which increaS6 ® 

( Porter, Michael, 2001 ). 
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lf, and ideas tle . th . e sour f . ;s innovation ae vital spark of al] JC©ot innovation, so 
a 1 human chan 

progress". (Theodore levitt). ge, unprovement and 

" Innovation is the specific instrument f o entrepreneurshi Th 
endows resources with a new capacity t p. e act that 

1 .0 create wealth" (Peter F. Drucker). 

"If you want to increase initiative a d . . n innovation, y h c. " ou ave to encourage 
and embrace failure. A culture that . h . . . . . pums es less-than ideal risk-related 
outcomes will stifle both initiative and innc ati " . ova 10n . (Jim McCormick ). 

Those and many others urged of.innovation . d . , so a goo question to ask how 

Administrative Science and Informatics colleg · · e improve its performance 

through innovation adaptation so innovation become as a part of the 

university strategy. 

For this purpose, the research team had conducted interviews for some of the 

university staff, Mr. Ahmad Saeed Bayoud (Chairman of the Board of 

Trustees of the University of Polytechnic Palestine) and Dr. Ibrahim Al­ 

Masri (President of the University of Polytechnic Palestine) to represent the 

senior management view of the University. For Administrative Science and 

Informatics college was covered by Dr. Mohammed Hassouna (Dean of the 

Faculty of Management Science and Informatics) and Mr. Amjad Natsheh 

(Chairman of the Department of Administrative Sciences), while Dr. 

Marwan Jaloud and Mr. Tariq Tamimi were interviewed to spot the 

acade · · • • dd·t· to the Dr. Imad al- Khatib (Deanship of the 
mics view point, in a ±tion 

scientific research). We will talk in detail about the point of view for each of 

them the concept of innovation. 

Th 
. . k d the interviewee were What is the 

e main questions the research team as e . . . · 9 What is the most important 
Concept of innovation from their point of veW, . . in the university?. What are the 
aspect of innovation, which they see . . · .9 - ,] be an innovative university-; 
Obstacle chie the goal.o9 7 ac.es facing them to ac eve 'Page 89 of 104 
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Does they classified PPU as inno ti • vatrve university? And Why ? . What are the 
procedures the follow to ensure that th . . . ey are 1n the nght path to achieve the 
goal to be an mnovative university?. H ow can walk forward to be an 
innovative university?. 

January 14\,2009 

Senior management view 

The research team interviewed each of 

(Chairman of the Board of Trustees 

Mr. Ahmed Saeed Bayoud 

of the University of Polytechnic 

Palestine) and Dr. Ibrahim Al-Masri (President of the University of 

Polytechnic Palestine), representatives of the senior management of the 

University. Mr. Ahmed Saeed· Bayoud had explained the directions of 

Polytechnic Palestine for innovation and excellence from the foundation of 

the university, and distinguished by scientific and technological disciplines 

on the time which other Hebron universities directed to the disciplines of 

humanities, in addition to that Mr. Ahmed Saeed Oviparous move Gump) got 

the quality of the University during the previous ten years in terms of · 
1 

expansion of the university and increase the diversity of disciplines and the 

number of students, faculties, academic and administrative experience as the 

excellence and innovation lies in his opinion in continuous and consistent 

development. 

Dr. Ibrahim added that the University of Polytechnic constantly endeavor to 

achieve the vision and mission of the University as a distinguished 

University of creative and innovative excellence and has attributed the 

t
. f th u rsity of Polytechnic the interest and focus on technical 

crea 10n o e ruve 1 

d hn 1 
· al ts in addition to the corporate culture of encouraging 

an tecl 0logic& aspects 
;, Gr nd the iv sity administration welcome new ideas and Open, 
innovation an e universit u1uuu 

· by the administration higher powers 
and the mentality of the powers gIVeD 

11 
Dr Ibrahim Al-Masri pointed out the role of 

for the management of co)eges. · . . 
. . the service of community and social 

University of Polytechruc m . . . 
5 ;% «ity itself, such as the continuing education 

responsibility borne by the universt! ' F Page 90 of 104 
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. groups in society D . 

that the University of Polytechni . • r. Ibrahim emphasized 
c distinguished fr 

universities in the West Bank th om many of other 
as e only university that f 

jtegration between the · . ocused on the int university and th 1 e abor market and th . 
sector, through the establishment of the U . . e pnvate 

. h . du JnIversity Center for integration 
with the industry. "° 

As for the obstacles faced by the uni ' . iversity m the ownership of the 

innovation Dr. Ibrahim pointed out that th fi 1 . e mancia constramts one of the 

biggest obstacles to the adoption of innovatio · • • nas a very expensive addition 

to a lack of available human ,resources. Dr. Ibrahim ·id the lack . . . . . . ra . sai t e ac of 

awareness among the society and the private sector on the importance of 

innovation and the role of the university reduce the effectiveness of the role 

of Polytechnic in the service of society and the integration with the private 

sector. 
for the university administration awareness to ensure that they are on right 

track to achieve its mission Dr. Ibrahim Al-Masri explained that a continuous 

assessment process are maintained at various levels of administrative and 

academic level by the assistance and the quality control department. 

,I 

Administration Science and Informatics Colle e members views 

· · d h f the Dr Mohammed Hassouna 
The research team interviewee eact O!'' 

(Dean of the Faculty of Management Science and Informatics) and Mr. 

Arn
. . f th Department of Administrative Sciences), 
jad Natsheh (Chairman o1 © 

Mr 
Ahmed on the development of and 

and they confirmed the a statement of · · . ears has made it clear that the 
that a quantum leap over the previous ten Y . . d the steps taken to implement 
message and the vision of the university a . :. and Management Information 

d 
. F lty of Science 0 

an achieve the level of the acu» · 1 f rtive and stimulating a cu ture o 
Systems, through the presence of a suppO 
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d th 1 

e motivatio · . 
teacher an e aws, but are mainl n is not limited to the 

y dependent on th 
encouragement of creative work e student, through the 

r and effort in . . 
innovation also depends on the t he > addition stressed that 

eac er and vital to the d 
selection of courses that encourage . . evelopments and the 
Innovation and creativity. 

As for the obstacles faced by the Colle e . . g for the innovation is the hard-line 
laws and regulations and bureaucrac whi . Y, ch causes the slow processes and 
procedures, said Dr. Mohamed Hassouneh and . · . . Mr. Amjad Natsheh that one 
of the factors that hinder innovation is the 1. . d . . . . l1mite options m human resources 
for employment and innovation did not take zh . e enough weight as a standard of 

the staff selection process. 

To represent the view of the academic the research t · t · d 3 team interviewee each of 

the Dr. Marwan Jalaud and Mr. Tariq al-Tamimi. 

Mr. Tariq al-Tamimi confirmed the existence of harmony in the overall 

management as well as a receptive and supportive of management, and Mr. 

Tariq al-Tamimi added that the university management making it easier for 

the decentralization of decision-making process without being bureaucratic 

steps suppress any idea or activity and Dr. Marwan J alaud attributed the 

development to the dedication of staff and teachers free of charge, where 

there is a bid by them in order to raise the performance level of the college. 

.I 

As for the obstacles Dr. Marwan Jolaud that, despite the growth and 

expansion of the university, this increase was not accompanied by the 

required change and flexibility in the Jaws of the university, as he added. Dr. 

Marwan Jaloud that the laws that govern and manage the university since the 
· p to date in addition he said 
Image of the Institute is governed by the same u ' . · the fundamental foundations 
that the weakness and lack of integration ® 

b 
or educational material and the 

etween teacher and learner and the course . . 
abs .,, ,ar to achieve a complementary m1sSiO 
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of the Iniversity, he research shc s owed that n · . 
was confirmed by Mr. Tariq 

1 
T . . on-incentive enough and this 

a - anunu, the 1 k . ific ch lack of sufficient attention to 
scientiic researct 1n terms of financial fa :: 

· facilities and adequate stimulation of 
the senior management. 

Dean of scientific Research at the u · . nryersity of Polytechnic view 

As we have previously stated that one f th . 0 e most important sources of 
innovation is the scientific research in this h researc team has access to the 
Dean of Research at the University of Polytechni D Im d 1 · · c hr. a ar-Khatib said 
that the innovation itself is the use or· the development of methods able to 

produce a product or by the strengthening of administrative and new ways of 

institutionalizing or regulations, he said. Dr. Imad al-Khatib, the University 

of Polytechnic in great strides and that it has achieved in the broad areas of 

innovation and said that the University Polytechnic cooperation with the 

Ministry of Economy is the measurement of innovation in the service sector 

and manufacturers of using the program CIS2006 This is a step towards the 

innovation of all the institutions and society as a whole and commended that 

the University of Polytechnic is one of the pioneers in innovation, through 

providing continuous innovation programs, such as Master and the 

development of programs and systems of scientific research and 

dissemination of Research Papers and distinct units, in addition to scientific 

research and the institutionalization of the Deanship of scientific research. 

Dr. Irnad al-Khatib mentioned that a strategic plan the absent part of 
. . . . f 3lytechnic additionally, he stressed the 
innovation at the University of po! > 

. 1 limits the possibilities, he warned 
support were not sufficient, but this a so 

. . b absorbed to the culture of scientific 
that the culture of the umvers1ty muSt e a 

fr the Department and that there 
research, whether more or professors om . 

. ch b the teachers either by the 
should be an initiative more scientific researc y . . . h th 

c oment of regulations in line witt 1€ 
administration recommended the develop . th ity 
: the university and 1e unrverst 

. . . he emises of t e 
expansion of interest in the pre! " Pace ssoftoe 

I 
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than the goodwill of the student and he 9mnfortable and convenient 

. t e teacher and the d . . . 

P
romote the ideas and innovation fc t atministration and to IOr them. 

Research team analysis - 
Based on data obtained from the anal . . · IysIs of the questionnaire results 
,segment related to the Uruversity of Pol techni . . . . yt c of Palestine, to the results 
are inline with the parties met. 

The results of the questionnaire indicated th t th :hn . a e tee ology came first 1n 
the sources available within the university a d th b · • n e su sequent internal 
control and therefore of scientific research and culture f th · · O) 1e university was 

supporting the fourth source of innovation, the results came close to all levels 

of the university, where the university is the University of the technology of 

first-class technology There is strict control and complementary to each 

employee and the university there, and special units to help ensure the quality 

of the education system of teacher and learner and material management 

such as the emphasis on quality and rector of scientific research which has 

brought about a qualitative leap in the performance of the university and the 

process by not only to work as a regular university is in the process of 

educational trend, but one, are applied to the society in which it is through 

research and studies that are similar to the Dean of the role played by the 
· · · 1 .(:'. th orrununity and made possible university developed a leading role for 1© C 

thro h th · · ·th th m· dustry where he interviewed the teachers 
ug e rntegration Wl e , 

. 1 h ge in the transmission of the 
who have been brought to his roe as c an -..... · 

. d 1 nt of change is happening in 
university to become the site of the lea eemer 

d labor market within the country . 
the market and integrate the industry an a 

. . the availability of this source of 
The provided data by the questionnaire OD . 
: 'surort. While there were during the 
Innovative finishing next to a culture of' PP s th 1 and middle-management 
Previous staff had been interviewed in the bot Ow­ 

i! ,. 
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and by the dean of scientific research ®@orv is,zoos 
h on the level of d . . 

financial support, which is supposed t b a nurustrative and 
. 0 e supported b · 

ibmitted any project or innovative ide 9¥ Semior management 
i ea can be left out b th 

other employees of the same level d . y iose officers and 
an that is how data . 

analysis of the charts to identify where the . . . provided by the 
facilities financial and ti · · 1 mo ivate 

staff and training tevels and the last with the 1 . 
. owest estimate by the curse of 

Polytechnic among the sources of creativity : . 1it on the availability of the 
university, the research team have reached t 1 0 severa reasons that result could 
be attributed to him, namely: 

There is a gap of communication between these levels th · • · , so ere is no mutual 

understanding by both sides of the post and the other required; senior 

management, whose task is to plan long-term and comprehensive of the 

Foundation is thus. the availability of after accusing sufficient background 

and understanding of the staffing requirements and detailed requirements, but 

they look staff to the failure of the administration point of view rather narrow 

understanding of what the other hand, are accused of not understanding the 

magnitude of the requirements that must be covered in the planning of the 

University as a whole. For example, when talking about training and 

specialized courses and the accompanying financial facilities are not satisfied 

with the administrative level of the minimum of the quality of training and 

fitness of the disciplines, it is the view of senior management has been 
· · 1· t the university can 

ascribed to that there are many, many, many discip mes a 
. th · di · d al and therefore are the 

not be distributed to all disciplines to smt e In 'VI u 
. . . one but from the standpoint of 

selection and provision of quality to suit every . . . 
cfa:tic with the non-suitability 

the administration are the lowest level of satistac ion . 

f h ADDRESSES continuity. 
0 t e employee as well as allocate 

fun.ovation as a concept: 
A. was a consensus by all parties who 
s for the innovation as a concept there b f which revolve 
[@ve been interviewed that the title carries with it a nums!" ,,,a%av» 
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ill.i.ta:--== ar 1U {@vative thinki 
. "thin h . ng, to bring ne .d 

application wit t e university, but there . w leas for 
was a difference th 

the job position for the person who was Th . . on t e result of 
e interviewed was 

As follows: 

Academics: There was confirmation from th . - . . . . em on the side of innovation in 
the universities is that mnovation should be in th d . e educational system in the 
integration of the University as a whole in terms ft h 0 eac er and learner and 
Platform, or the book, all of which should serve the f . process o continuous 
learning and to contribute in raising the standard of academic cultural and 

university graduates through the application of quality programs and non­ 

regular ideas in the educational process. 

Administrators: was the concept of creativity is based on the ideas of non­ 

regular administrative and promised a management system or a particular 

custom, as well as to focus on the technical aspects and availability of culture 

within the university, and there was support for the idea of the kind of 

decentralization of administrative decision-making. (Dr. Ibrahim Al-Massri). 

1 
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~ 
Through the above shows, there is 

. . . no doubt that Palestine . 
Vniversity of Moving in great stn'd polytechnic es toward · . s mnovat1on hi 
raise the performance of the business but W ch would 

. . we have noticed that the 
problem does not lie in the availability of . . sources of innovation. but in 
hoW to exploit these resources in an effl • . ' . icient, effective and optimal way 
as through the results of a questionnaire t • .. o universities south of the West 
Bank (polytechnic, Hebron, Bethlehem) th u · . ' e /nrversity of polytechnic 
was the most innovative university especially i t h 1 . ' n ec no ogy and mtemal 
control, scientific research and a supportive cultur · th · • . e m e university, 

which had a positive impact on the performance of the university 

(financial, customer satisfaction, internal business process, learning and 

growth) 

Nevertheless, clarified that there was weak communication between 

senior management, where there· is no diversity and difference in the 

required background which we believe is must be more than an 

engineering background as the terms of reference of different variety, in 

addition to the existence of a gap between them and the collages • 

h. h · th. g positive 
Senior management have strategic outlook w ic is some m ' 

but we must not lose sight of the tactical situation and the needs of 
th
e 

' management wide view 
collage, and there is a gap between semor 0 

B 
• and without dimensions of 

etween the colleges of short-term planning . . 
.:. the 5ansion of a strategic view, 

the future and with the minimum of the eXP 
. t and the collage members , 

therefore, on both sides of senior management 
each of them have provide support to each other. 

. d activating the role of 
In ad+ the oposals aim© addition to some of the pro] :. innovation 

in :. aance,in order togiVel 

Inovation and thus improve the perform . demic and 
d in the aca 

en · plan an Ough weight in the strategic 
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· · January 14",2009 
•nistrative staff in using their talents . e i 

adrtU ' creativity and innovation in 
1 tion the courses that have to be support' . 

se ec ive to the idea of innovation 
and stimulate the students and teachers to innovate . 

I addition to the need for flexibility in laws and th . . 
n e ongoing m the new 

programs to create a supportive environment for every thing new and un 

usual. 

Here, note must be understood and to work out that innovation could be 

sourced from within the university, staff, students or from the local 

market; or even from global sites like other-universities and institutions 
.so the university have to· do what is necessary to translate these ideas 

and to make it commensurate with the local environment and capacity 

we have. 
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1. The staff within the university are in . 
. need to mcrease their awareness and 

understanding of the concept "innov . " . . . . atrnn , as well as its importance to the 
University and its role in increasing th U . . e mversity performance and making 
it distinct. 

0 

2. PPU was characterized from oth · · · · er universities in the availability of 
technologies and unique techniques so it needs t <- thi , ee s o mamtam t s feature 
through: 

• Follow up on all the other universities unique techniques, and the 

mechanisms in the evolution of teaching process. 

a To create a staff capable in using these techniques then in developing 

it in-house 

3. PPU programs needs to maintain the mechanism of development, and 

change parallel with the change in the labor market in order to satisfy its 

needs. 

4. In order to make the performance of the staff excellent and heading 

rapidly towards the high quality; The management must ensure their 

satisfaction, By ensuring the availability of: 
• motivating the staff members on an ongoing basis which must 

include the staff financial and moral needs 

• Provide what they need from the training programs on an 
. . d should have be appropriate for the 

ongoing basis, an 
. d th functions performed by each employee. 

requirements an 1© 
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5. Allocating an administrati .: · . . January 14,2009 
. . ave unit within the u . . 

"innovation unit" to follow ±niversity under the name of 
. . up on the implementin f . . . 

in order to maintain the spirit of, 9£ Of the innovative ideas 
o renewal and chan ge. 

6. the University management h. . 

fl 
·b·l·ty t .c. ·1· ave to provide all facilities and sufficient 

ex1b1ht to facilitate the implement;° : 
.c:: h . . en ation of any mnovative idea that will 

benefit the university . 

7. Granting colleges kind of autonomy d an empowerment to take the needed 
decisions , and the implementation of so · " me programs without rererence to 
semor management. 

8. Create an. atmosphere of competition among the colleges within the 

university, allocated according to the College programs therefore this will 

lead to upgrading the performance for all the colleges then the university 

levels as a whole 

9. Focus on scientific research : Motivate students and staff financially , 

provide adequate funding sources and all the necessary facilities to help them 

in the completion of quality and applied research that should benefit the 

university and the community then to supports the leading role, which is 

supposed to played by the University. 

,I - 

I ,., 
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