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Abstract:

Leadership empowerment is the most critical issues in motivating behaviors and hospitals in cases of change in life changes
in health care systems. The current study aims to evaluate the role of leadership empowerment in achieving creativity in
government hospitals in the governorates of Gaza. The researcher used the descriptive analytical approach (descriptive and
analytical cross-sectional study). Selection and representation of all major government hospitals of the province..

As for data collection, the researcher used English, where the questionnaire included: the socio-demographic variables, the
organizational variable and other variables in addition to the fields of study. Exploratory study The stability coefficient of
Cronbach's alpha was 0.976, and the statistical package for science (SPSS) program was used to analyze the data, study the
data, and arithmetic averages. , percentages, (T) test, and others.

The results of the study are that this percentage was distributed to nursing supervisors, for nursing supervisors, the percentage
reached 68.3%, while for females it was 31.7%. The average age span of 41 years is 59.5%.

Regarding the educational level, most of the period supervisors did not have a postgraduate qualification. While 62.2% of
nursing supervisors.As for the characteristics of my supervisors, the heads of departments are about 95 heads of departments
with a rate of 53%, while nursing supervisors amounted to 85 supervisors with a rate of 47%. Nursing field the average years
of service in nursing is 18.4 years. Where more than half of the nursing supervision. As for the years of experience in
experience, 43% of them have experience from 7 to 12 years, 37% of them have experience from 6 years and 20% have long
experience. 79.4% of nursing supervisors work according to the job description, in addition to 79% of nursing supervisors,
mentioned training courses in nursing supervision or management.

It found that the level of leadership empowerment from the point of view of nursing supervisors was 83.5%, which is a high
area. The study of the relationship between leadership empowerment and social demographic variables (sex, age, educational
level, and experience records) There are statistically significant differences due to the gender variable in the supervisors'
questionnaire in two dimensions (participation). and, and the cooperative and collaborative use of the questionnaire) and the
differences were for the preparation of females. As for the other age, | found it related to each other. While there are no
statistically significant differences due to the educational level and experience channels variable.

Education for the relationship between creativity and social demographic variables (gender, age, educational level and years
of experience). Where there is a gender base, there were statistically significant differences due to the measure of sex by the
nursing supervisors' questionnaire, and the differences were females. With regard to age, there are statistically significant
differences between nursing supervisors, and the difference between the age groups (less than 30) and each of (41-49, and
more than 50) in favor of the age group (less than 30), and there are also differences between the age groups (31-40). And
each of the age group (41-49 and over 50) in favor of the group (31-40). While.

Career education assistance

Keywords: Leadership empowerment - Professional creativity - Nursing supervisors - Shift officials.

Chapter One: Introduction
1.1 Background

The health care system is rapidly changing; so, changes resulting from improve technology, proliferating
information available on the internet access, increasingly informed health care consumers, ongoing constraints of
administrated care, nursing shortage, and the day to day health care delivery systems are converging to create unmatched
challenges for nursing leadership. Additionally, the number and magnitude of challenges facing healthcare organizations are
unmatched. Growing financial pressures, increase public and pay or expectations and the rising numbers of consolidations
have placed hospitals, health networks, managed care plans and other healthcare organizations under high stress and pressure
(Jackson et al, 2012).

There is no successful organization and nor successful system without leadership empowerment and initiation of
the members’ activities, stimulation of high motivation and engagement of people. Experience has shown that leadership
efficiency differs depending on the leadership Empowerment.

In the Palestinian health care system, there is a great burden over the nurses especially in the hospitals due to the
unstable political situation and the great strain on the health services so there is pressing need for the implementation of
nursing Leadership Empowerment to support nurses particularly during crisis and to decrease work stress and tension. The
absence of clear job description for health care providers especially for nurses makes nurses in dilemma ¢communication
more difficult ¢ complicated and effects on professional creativity.

So, leadership is a natural element of the nursing profession as the bulk of nurse practice is in units or work groups.
Effective nursing leadership has been positively linked to professional creativity nurses, patients and organization outcomes.

In Palestine there is a great demand for high quality of care provided by nurses in order to deal with challenges
facing the health system (PNGO, 2013). Nurses at hospitals are overloaded by heavy duties and responsibilities which need
huge efforts for accomplishment and coordination (Hajaj, 2007)
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This study assesses the leadership empowerment in achieving the professional creativity at governmental hospitals
and focuses on the strength and weakness areas, perceptions of nursing supervisor about leadership empowerment nurses in
achieving the professional creativity.

1.3 Problem statement

Leadership Empowerment is one of the critical issues in stimulating creative behavior and prepare it to meet the
new changes in the working environment or the implementation of roles and tasks according to the standards of quality and
excellence, as recent trends in the management of institutions indicate that empowering and delegating leadership to
employees provides the opportunity for the creativity of employees, and enhances the total quality management of creative
organizations. This type of leadership is one of the most compatible with creativity and the promotion of creativity and
innovation among employees, as the employees who is independence and freedom to act is the candidate to be more creative
and innovative (Greasly, 2005).

Nursing at hospitals are overloaded by heavy duties and responsibilities, which need huge efforts for
accomplishment and coordination, in addition, the authority granted to nursing is very few, and during the occurrence of
problems, the nurse must return to the higher authority clinical supervisor.

Most nurse management and leadership research dealt with the upper and middle levels of management as well as
the nature of management and leadership styles used in management. Such as (Hassan, 2011) and (Turpan, 2007), which
examined the role of Nursing supervisor in government hospitals. However, few studies have examined the leadership
empowerment of nurses and the level of authority granted to them, especially in evening and night shifts. This study comes
to identify the leadership empowerment of nurses working in government hospitals and their role in achieving professional
creativity.

1.4 Aim of the Study

The overall aim of this study is to assess the role of leadership empowerment in achieving the professional creativity
at governmental hospitals in Gaza governorates from the perspectives of Nursing supervisor to provide suggestions
contributing to professional creativity, improving the quality of nursing services and thus positively impacting services
outcomes.

1.4.1 Objectives of the Study:

o Toidentify the role of professional creativity from point of view of NS (NS and HN) in Governmental Hospitals in GS.
e To detect the relationship between leadership empowerment and achieving the Professional Creativity among SN in

Governmental Hospitals in GS.

e To provide suggestions and recommendations that might increase Professional Creativity

1.5 Research questions:

e What is the level of leadership empowerment from point of view of NS?
What is the level of professional creativity from point of view of NS?

o s there a relationship between leadership empowerment and professional creativity?

1.7 Theoretical definition:
This part will contain the definition of terms included in this study:

e Nursing

Nursing is the protection, promotion, and optimization of health and abilities, prevention of illness and injury,
alleviation of suffering through the diagnosis and treatment of human response, and advocacy in the care of individuals,
families, communities, and populations (American Nurses Association, 2004).
e Leadership

Avre staff nurse behaviors that provide direction and support to clients and the healthcare team in the delivery of
patient care. A clinical leader is a registered nurse who influences and coordinates patients, families and health care teams
for the purpose of integrating the care they provide to achieve positive patient outcomes (Patrick et al, 2011).
e Empowerment

Nursing empowerment is defined as a condition in which the individual nurse takes control of own practice,
successfully fulfilling the responsibilities within an organization by greater employee participation in decision-making and
actions based on the maobilization of power throughout the organization (Rae, 2012).
e Leadership Empowerment

Is a combination of organizational conditions and leadership style that together empower staff? Social structures in
the workplace influence employee attitudes and behaviors. Structural factors, in the work setting such as having access to
information, receiving support, having access to the resources necessary to the job, and having the opportunity to learn and
grow are foundational to empowerment (Registered Nurses’ Association of Ontario "RNAO", 2006).
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In this study, the researcher defined leadership empowerment as: providing the NS for senior nurse to knowledge,
training, and necessary resources, and hold them accountable in decision making, while providing the appropriate regulatory
environment; to achieve their participation in the achievement of the goals and the creation of creativity, motivation and
empowerment under follow-up NS.

e  Professional creativity

Creativity can be largely thought of as modern ideas, modern ways of looking at things, modern methods or outputs
that have value. Creativity include the idea of output, of actually producing or acting something by differently, making
something happen or implementing something modern. Creativity all time involves hard work; persistence and perseverance
are necessary as many better ideas never get followed and developed (O’Sullivan, 2018).

In this study, the researcher defined Professional Creativity as the use of the nurse's personal creative skills in the
development of new professional methods, which leads to innovative solutions to a technical or administrative problem
facing the interest of work, or new perceptions to solve the problems of work based on the analysis and testing,
experimentation and evaluation.

Chapter Two: Literature Review
Literature Review
Leadership Nursing:

Leadership is a natural and important element of the nursing profession as the bulk of nurse practice is in units or
work groups. Effective nursing leadership has been positively linked to nurses, patients and organization outcomes (Alyami,
2013). So, professional nurses can't think of themselves alone as “just nurses.” Nurses are increasingly expected to provide
leadership, whether they hold staff positions or they are vice presidents, nurse practitioners, or nurse educators.

Leadership nurse is the ability to guide others, whether they are colleagues, peers, clients, or patients, toward desired
outcomes. A leader uses good judgment, wise decision making, knowledge, intuitive wisdom, and compassionate sensitivity
to the human condition, to suffering, pain, illness, anxiety, and grief. A nursing leader is engaged and professional and acts
as an advocate for health and dignity (Marshall, 2011).

2.2.4 Concept of Nursing Supervisor:

NS is increasingly important recognised as a core element of professional support for contemporary nursing and
midwifery practice. There is consistent evidence that effective NS impacts positively on the professional development as
well as the health and wellbeing of supervisees (Bambling et al, 2006).

NS is a process of professional support and learning in which nurses are assisted to develop their practice through
regular time spent in reflective discussion with experienced and knowledgeable colleagues who are adequately trained in
providing clinical supervision. This is done by way of a voluntary working alliance between two or more staff members,
where the primary intention of the interaction is to enhance the knowledge, skills and attitudes of at least one staff member
(State of Victoria, 2018).

2.2.5 Nursing Leadership Style:

There are many leadership styles that go beyond the primary ones. Avolio and Bass (2004) stated that the major
leadership constructs, transformational leadership, transactional leadership, and Servant Leadership, form a new paradigm
for understanding both the lower and higher order effects of leadership style. This paradigm builds on previous leadership
paradigms such as those of autocratic, bureaucratic, democratic, and laissez-faire which have dominated selection, training,
development, and research in this field for the past 50 years (Alyami, 2013). Different approaches toward leadership styles
are based on different assumptions and theories. The style that leaders use will be based on a combination of their beliefs,
values and preferences, as well as the organizational culture and norms, which encourage some leadership styles and
discourage others (Marquis & Huston, 2008, p. 45).

2.2.5.1 Democratic leadership

Democratic leadership is also called consulted or consensus leadership. People who take this approach involve the
employees who will have to implement decisions in making them. The leader actually makes the final decision but only after
receiving the input and recommendations of team members (Goetsch & Davis, 2016).

2.2.5.2 Autocratic Leadership

Autocratic leadership is also called directive or dictatorial leadership. People who take this approach make decisions
without consulting the employees who will have to implement them or who will be affected by them. They tell others what
do and expect them to comply obediently. Critics of this approach say that although it can work in the short run or in isolated
instances, in the long run it is not effective (Goetsch & Davis, 2016).
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Researcher believes that the only advantage of this leadership is that it is the most effective during a crisis or
emergency when a decision is needed immediately and there is very short time for debate. It is completely a bad idea to use
this leadership style in nursing for routine operation as it fails to promote, communication, trust, and teamwork.

2.2.5.3 Laissez-faire leadership:

The laissez-faire leadership style is also known as the "hands-off “style. It is one in which the leader provides little
or no direction and gives employees as much freedom as possible. All authority or power is given to the employees and they
must determine goals, make decisions, and resolve problems on their own (Khan et al, 2015).

The researcher sees this style of leadership in nursing is successful just in the cases where the nurses staff members
are highly experience, educated, motivated and they are ready to give their best work for the best results and successfully.
Using this with the nurses who don’t know how to manage time, who have low experience and new employee can result into
negative results and outcome.

2.2.5.4 Transactional Leadership:

transactional leadership grant employee to achieve their own self-interest, reduce workplace stress, and focus on clear
organizational goals such as improve quality, client service, decreased costs, and increased production (Sadeghi & Pihie,
2012).

Therefore, researcher sees transactional leadership style in nursing is the one in which leaders give rewards or
punishments to the subordinate nurse according of the way in which they achieve the tasks and procedure. It focuses on the
importance of supervision, leadership, organization and performance of the team. It completely relies on the transactions
held between the nurses and the leadership because it is based on the fact that both they are motivated by discipline and
rewards which develop professional creativity.

2.2.5.5 Transformational Leadership:

A transformational leader has been defined as a leader who motivate employees to perform their full potential over
time by influencing a change in perceptions and by providing a sense of direction. Transformational leadership focuses on
changing the behaviors of employee and organizations by influencing as opposed to the direct exertion of authority (Alyami,
2013).

Transformational leadership is comprised of five dimensions which are idealized influence (attribute and behavior),
inspirational motivation, intellectual stimulation, and individualized consideration. Where Idealized influence describes the
degree in which leaders are perceived as an inspiring role model. These leaders are admired, respected, and trusted; followers
identify and pursue their leaders (Bass et al, 2003). Idealized influence consists of two forms; idealized influence attribute in
which leaders receive trust plus respect, and idealized influence behavior in which leaders exhibit excellent behavior and
might sacrifice their own needs to improve the objectives of their workgroup (Moss & Ritossa, 2007).

2.2.5.6 Servant Leadership:

Servant leadership begins with the natural feeling that one wants to serve, to serve first. Then conscious choice
brings one to aspire to lead.... The difference manifests itself in the care is taken by the servant—first to make sure that other
people’s highest priority needs are being served (Northouse, 2016).

Servant leadership occurs when an individual influence other by developing relationships and team member skills.
Servant leaders' value diverse opinions, cultivate a culture of trust, have excellent listening skills, think long-term, and
respond to the needs of individuals and groups with humility (Pullen, 2016).

Therefore, researcher thinks that gaining any success of the leadership style is the important resource to achieve the
success in the organization. because this leader looks after for those who serve the clients and overwork hard to profit positive
outcomes, and they pay special attention to their needs and ask the nurses if they want any type of help. All this is cupola for
the professional and personal development of the nurse's team and a path towards professional creativity, and as well as they
facilitate participate and offer a healthy working environment to the subordinate nursing professionals. A good servant leader
is an active listener, aware, persuade others, build community, empathetic and is great at conceptualizing everything. It is a
caring style of leadership and is often implied to build trust among the employees.

2.2.7 Empowerment:

The environment that encourages, supports, and expects leadership development can be thought of as an
empowering environment. Empowerment is a process through which individuals feel strengthened, in control, and in
possession of some degree of power. It often is “given” by someone in a position of power or authority (e.g., a nurse manager,
NS and HD), but it also can be “taken” by an individual (Grossman & Valiga, 2005).

Empowerment is a feeling of having both the capability and chance to work by effectively. Empowerment is a
process or strategy the goal of which is to develop the nature and allocation of power in a particular context. It is a group
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activity that raises political and social consciousness, is based on the autonomy, and is accomplished with keep going of
assessment and action. Nursing administration seek to empower leader nurses; nurses attempt to empower clients to seek and
improve healthy lifestyles. Likewise, nursing managers and supervisor take actions to empower nurses to achieve effective,
rewarding, competent practice (Jones, 2007)..

2.2.9 leadership Empowerment:

Empowering leadership means sharing power to improve employees’ motivation and contribution in their work. It
is a process of creating the environment that makes possible to share the power with an employee by outlining the importance
of employee’s role, giving him decision-making autonomy, showing trust in employee’s potential and give them freedom to
act and perform according to the current situation (Sonal et al, 2019).

Leadership empowerment is an effective process in directing the energies of individuals to achieve different goals,
where this process is influenced by the practices taken by the leaders in their empowerment of their employees, or in the
reception and exercise of the dimensions of empowerment and understanding of them. Amundsen and Martinsen (2014)
define empowering leadership as motivating an employee intrinsically by sharing power and by providing support for the
employee’s development. There are many ways for appointed leaders to attempt to influence their followers, and empowering
leadership can be seen as a somewhat unique way, because it's at core, the followers are leading themselves, a kind of
downward power transfer (Amundsen & Martinsen, 2014).

2.2.11 Professional Creativity:

Considering today’s health organizations are facing a dynamic environment which are characterized by rapid
technological change, And the link between health and technological development and globalization. So, creativity becomes
an important and essential factor in the success and increase competitive advantage of health organizations. Today, almost
all organizations, especially that institutions provide non-stop services, need to be more creative than before to increase
quality (Ozarall, 2015). Creativity is a serious skill for solve problem and produce new ideas. Nursing is a profession that
often-facing unexpected situations and include taking care of clients with different backgrounds and health status, therefore
nurses need to go beyond routine nursing and acquire creative to make useful decisions (Chan, 2012).

2.2.14 Leadership Empowerment and Professional Creativity:

Effective leadership plays a major role in the growth of Institutions and has, been the subject of need more research.
because now dynamic business environment is characterized by rivalry, rapid technological development and need quality
demands, classic leadership have become inadequate in new settings and the emphasis on leadership has shifted from an
assertion to control leadership as a source of motivation and employee development (Yukl, 2010).

Therefore, creativity become an important factor in the success and competitive of today’s organizations which
function in a fast-changing dynamic environment. So, creativity in organizations is defined as generating new, useful and
valuable ideas for the products, processes, services and procedures by individuals and groups (Martins & Terblanche, 2003).
Organizational creativity is the formation of a valuable and useful new product, service, idea, procedure or process by
employees collaborating in a complex social system (Woodman, Sawyer & Griffin, 1993).

Chapter Three: Methodology
3.1 Study design

This study utilized descriptive, analytical, cross-sectional design. This design is appropriate for describing the status
of phenomena or for describing relationships among phenomena and involves the collection of data once the phenomena
under study are captured during a single period of data collection (Polit and Beck, 2012).

To investigate the research questions about the Role of Leadership Empowerment in Achieving the Professional
Creativity among Nurses Working at Governmental Hospitals in Gaza Strip, a quantitative survey approach has been adopted.
The research technique was a chosen as questionnaire research to measure objectives & answer study questions.

3.2 Setting of the study

This study conducted at major governmental hospitals in GS. The researcher selected major hospital from each
governorate, the select hospitals: European Gaza hospital, Nasser medical complex, Shohadaa Al-Agsa hospital, Al-Shifa
medical complex, Indonesian hospital and Nasr pediatric complex. Each hospital has more than 101 beds is considering a
major hospital (MOH,2019).
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3.3 Study population
This study population consisted from the NS working at the selected governmental hospitals.
— The target population are NS whom are working at the selected governmental hospitals in Gaza governorates. The
NS includes NS & HN. The total number of NS in these hospitals is 225 (97 NS and 128 HN) according to the
records of General Administration of Nursing 2019. .

3.9 Study Tools

20 ) (o pdia ST Aga g (a (i saall gl (igal) £ 1Y) (b

u‘jzj: Guidglad | daka Aalla A | Q8
Jhaldal) g cilaadl) dgal sa
D 8 A SR 5 g) e e h o et |
sy
a8 oo FUAY A gise | slaady -2
¥ a5 A8 laall 75 ) 03 e 3 8 ae Jaall | sy -3

3825 Jpaty LAl Agal s b Anlial) oAl Sl | 4

Lty gram CilS Laga 3 jaatall Chlel jalYl ) saukay -5

LAl st Le 13 Cilegall ety 3okl Jundl e | giay
el Gy

458) ,aY) A g sal)

el )l Gl o 56liSy Jaall | gk 7

Jaall A e Tyt il ol purial) g bag jos 1 58S -8

B 5 ) gaay Joall g g Sl JW) e | slalaty 9

Aiga s Bun b gear Jaall el Lpany e Gl | geading | 210
Ay Janl sl agila yita s aa S8 a5 | <11

ptkes Jlae (8 2aaie Baaa IS iy 50l | 212
MJM\ﬁ#GA\ﬁ‘;KJLM\‘;?@)&:\}i ) 5 8
leadll

1Al )

COKE ¢ gan (U & dla i 8 150a% | 214

el s ) ) il Aelia Al 1SS | <15

e IS5 @) al it de 3000 bl goany | 216

Sl las pgdl ) s gy 8 3R Jeall Ve s | <17
sl s s Jaall kil Dy S8l Iseeyy | -18

ilea (0 5Sy s el 8 1530 (s agiSlay ol | shiy 19

gl gLy

22 8 Aea g A Y) p LY dihie cullad | gerdins | 220
g LY o aelin Jubuy s IS ) gy | 221

22 SH e unilly (AW | pneny | 222

AV g gl syl puay |23

gl clllic jidsi BBl loele | -24

oben andll 4, ghaill o Ll (1S LSy | 25

Alle 3 leay o A Ol LdinY gy | 27

278
Arab Journal for Scientific Publishing (AJSP) ISSN: 2663-5798



http://www.ajsp.net/

SASP

caalo)lpiull aprellalxoll

Ogad § Aad dand) — ualiad) lanal)
#2023 — 41 — 2 ) f
ISSN: 2663-5798 www.ajsp.net

10 paall (51 (5 3LAN el (5 ghana Galiha -; Ll

G| gt | dalaa e iala Al | P

2AIELLY) b
Ao pun e and e oliy Cllagally Gy pall (1 e Giasy | ]
Uy A Cladlall Joait lillaie Gy pall G e J b [ 22
Jaadl

lagall Hlasy 288 cillalisy (g yaill (b e iun oy -3

As giaal) Glbadlall ¢ gia

Clagall (5 )

LAl e 3 5ally Slagall ) Gl b 5e 3m | 6
Al

Adladl) A Liial)
Hmﬂ@ja\{\.kl:;ilc..aj‘_guq)&\uﬁﬂm@s)ﬁu -7
aniill 350l (3lai

Janll gkt b s yiie (el 0 e 3L | Q

ol a8 AS iy cand i) J e [ 210

.Ganll

dandl (8 (5 yuali (e Gy pail) Gl pie (Jxal | 212

G dim dedl (G Das Gaall ke Sou | 113
bl

BaLAl a8
O paall (s A8 oy yall (4 piie ety | 214

Al siaall Jaatl dm b g pall Gy i | 215

Adliaal Jasdl el ya) (8 2888 Tane (o yall (b yia oy [ _16
JAalisal)

ol il Saee dae sl o pelae) el (1 pde 2u | 18
e slail) Jaall

csaiinnall 2 1 3 slaill Jaad) (i el (4 e aey | 220
G de giidl Jeall glaly Goa pmpadll G yde S50 [ 2]
()

85y Ao siiall dandl Olads 358 Ganpall o yde S5y [ DD
Lo all (8058 S Gl gse g alge (el G e 22y |23
adll andli & asadll Glad Gy sadll (i de D3m | Z24

279
Arab Journal for Scientific Publishing (AJSP) ISSN: 2663-5798



http://www.ajsp.net/

SASP

colollpiull durell alaall

Ogad § Aad dand) — ualiad) lanal)
#2023 — 41 — 2 ) f
ISSN: 2663-5798 www.ajsp.net

Chapter Four: Results and Discussion.
4.1 Socio-demographic characteristics of study participants:
Table (4.1): Distribution of study participants by socio-demographic characteristics

ursing Supervisor's
No. Variable Categories N=180
Count Percent
Male 123 68.3
1. Gender Female 57 31.7
Up to 30 years old 7 3.9
31-40 years old 66 36.7
2. Age 41-49 years old 47 26.1
Group
Over 50 years old 60 33.3
3 Marital stat Not married 2 1.1
' arital status Married 178 98.9
North of Gaza 32 17.8
Gaza 51 28.3
4, Pla(;e of Mid-zone 42 23.3
Residency -
Khan-Younis 35 194
Rafah 20 11.1
) Nursing Diploma 5 2.8
5. | Academic Bachelor 112 62.2
qualification
Postgraduate 63 35.0
Islamic University 110 61.0
Al Azhar university 0 0.0
Place of | Palestine  College  of
6. graduation Nursing 70 39.0
University College of 0 0.0
Applied Sciences '
Table (4.2): Characteristic of Nursing Supervisor
. . NS =180
No. Variable Categories Count %
Indonesian Hospital 15 8.33
Nasser paediatric Hospital 17 9.45
i i 65 36.11
1 Hospital Al Shifa Medical Complex
Al Agsa Martyrs Hospital 23 12.78
Nasser Medical Complex 31 17.22
European Gaza Hospital 29 16.11
Less than 10 Years 21 11.7
2 Experience 11-20 Years % >28
' P More than 21 64 35.6
Mean= 184, SD=7.40
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NO. Variable Categories ,C\l:§u=nt180 .

3 Have a job description for| Yes 143 79.4

) your work No 37 20.6
6 Receiving  training in| Yes 142 79
" Bupervision. No 38 21
6 Satisfaction about | Satisfied 167 93
supervisory work Dont satisfied 13 7

4.3 Research questions:
4.3.1 What is the level of leadership empowerment from point of view NS?

Table (4.4) shows the relative weight and rankings of the leadership empowerment dimensions from the supervisors'
point of view. The leadership values dimension ranked first with a relative weight of (87.2%), followed by the effective
communication dimension (87.1%), while Provide independence ranked last with a relative weight of (83.7%). Although
professional development has ranked last as one of the dimensions of leadership empowerment, it is a highly influential
dimension. In general, we conclude that there is a high level of leadership empowerment for SN from point of view NS for
nurses working under their supervision.

Table (4.3): The level of leadership empowerment among SN from point of view NS

No. Dimension Mean SD % Rank
1. Provide independence 4.19 0.52 83.7 4
2. Leadership values 4.36 0.50 87.2 1
3. Cooperative work 4.21 0.60 84.3 3
4, Effective communication 1.36 D.57 87.1 2

So, researcher thinks that the NS seeks to be empowering for SN by many responsibilities and tasks through which
they can develop from their departments and performance in the nursing process in order to increased quality of nursing
process, and to reach the best service for patients. Therefore, the relationship between NS and nurse perceptions of leadership
empowerment is important for nursing administration that can create to a work environment that encourages and facilitate a
high level of commitment among the nursing staff. This is particularly important, especially in the wake of the current
challenges facing healthcare systems in relation to the shortages of health professionals, especially among nursing profession.
4.3.1.1 Provide independence

To answer this question, the researcher calculated the descriptive statistics, i.e. Means, Standard Deviations (SD),
weighted percentage, and finally ranks were established for each paragraph of dimensions related to leadership empowerment
from point of view NS.

Table (4.4): Mean, SD & weighted percentage for the field of provide independence.

; L=
E : :
> 5 < >
No. P h = = > =) -
0 aragrap 3 3 g S & _
N g | o E
(=]
(%) = ) > 04
Authorize the SN to perform the tasks D 0 17 B3 BO
b | as required. 00) [0.0) [(9.4) [461) |(aagy [ PO PO 2
281

Arab Journal for Scientific Publishing (AJSP) ISSN: 2663-5798



http://www.ajsp.net/

SASP

colollpiull durell alaall

Ogad § Aad dand) — ualiad) lanal)
#2023 — 41 — 2 ) f

ISSN: 2663-5798 www.ajsp.net
Authorize the SN part of my powers b B1 102 2 "
2. | according to their ability. 000) o8y [172) [567) |33 [0 P72 POl 6
Give SN adequate powers to P P8 B6 64
3 accomplish tasks better. 0(00) 1.1) |(15.6) [47.8) [35.6) w18 p73 B36 B
Evaluate of the SN continuously in 4 b1 b4 51
4, terms of making the right decisions | 0 (0.0) 4.07 D74 B13 b
. 2.2) |(17.2) [52.2) [28.3)
during the work
I am trying to remove the obstacles il 12 BO B4
S | hindering the SN. 000 15 f67) [444) |weny [ P71 P11 1
Strengthen the success of SN with § 15 102 b7
6. more empower & authority. 0(00) (3.3) [8.3) 56.7) [(31.7) propri B3
Total 419 p52 B3.7

Table (4.4) showed that 87.1% of NS stated that they are trying to remove the obstacles hindering the SN, 87.0%
said that they authorize the SN to perform tasks as required, 83.6% said of NS give SN adequate powers to accomplish tasks
better. 83.3% of SN said that they strengthen success of SN with more powers and authority, 81.3% of supervisors said that
they continuously evaluate the SN in terms of making the right decisions during the work, in addition 80.1% said that they
authorize the SN part of their powers according to their ability.

Therefore, granting the SN of independence in the nursing work qualifies them to innovate in work and find
solutions in simple matters, addition gives them the participation of the NS in taking part of the responsibility towards the
department, work and colleagues. So, the researcher believes that these results reflect the reality of the work of NS at
governmental hospitals, and reflect the awareness of NS on the importance of their supervisory work in guiding nurses and
hospital nursing management during the evening and night shifts. In addition to their awareness about their job descriptions
and pursuit of creativity in their work, this is confirmed by Hassan study (2011).
4.3.1.2 Leadership values

In table (4.5) The results showed that 91.2% of NS sought to develop confidence among nurses, 88.6% answered
their admiration any outstanding action by SN, 86.7% of NS responded that they use constructive criticism to guide SN while
86.4% of NS said they are trying to be fair in following up the trade -off between SN, 86.1% of NS responded that they are
doing give the SN an opportunity to take responsibility, whereas 85.2% of NS responded that they follow the principle of
transparency in different working procedures, especially in dealing with SN.

Table (4.5): Mean, SD & weighted percentage for the field of leadership values
; ey
3 g =
o) S = o)
e ; S [=)) =
No. | Paragraph g g § = Z _ L
N § o) © g
(%) n o @
Development the trust between the p 0 10 b9 111
L nurses 0.0) (0.0) [5.6) 32.8) [61.7) 56 P60 Pl
Give the SN an opportunity to take D 5 12 B3 r9 L
D e
B responsibility 0.0) (3.3) [(6.7) |(46.1) |(43.9) 43l D74 P61 b
Follow the principle of
transparency in various work P p 18 D1 59
i procedures, especially in dealing [0.0) (1.1) [(10.0) [50.6) ([38.3) 26 D68 B52 ¥
with the SN
| am trying to be fair in following P B P1 1 B5 L
- the trade-off between the SN. 0.0) (L.7) [11.7) [39.4) [47.2) 432 P74 Be4 b
L | was impressed by any outstanding P il 16 b9 101 ,
P- work done by the SN ©00 22 |89 @328 61 |**° P P86}
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L | use the dialog language when | D D 18 B6 76
p- instruct the SN ©00) [00) [100) [47.8) [a22) |*32 PS5 P4
. L D P D D6 V3
7. | use constructive criticism 0.0) 1.1) 5.0) 53.3) |(40.6) 433 D63 B6.7 B
Total 136 D50 B7.2

Leadership values represent characteristic of successful leadership, so NS, who is confirmed by Hassan (2011) that
found NS possess the values of leadership, which makes them grow these values among head nurse by developing confidence
between them and nurses, and by showing admiration and constructive criticism of outstanding achievements by the SN.
4.3.1.3 Cooperative work
Table (4.6): Mean, SD & weighted percentage for the field of cooperative work

; =
3 £ =
> 5 < >
— ; S [=)) o
NO. Paragraph g 5 § = &
5 =
N L =) - <
(%) = %) > 04
I support teamwork between D D 6 64 00
L hospital nurses. (0.0) (0.0 14.4) [35.6) [50.0) 436 1 0.72 87.1 2
The SN has been involved with 0 5 11 59 54

2. various teams and committees of
work according to their abilities.
| seek to make the teams and

00) |33) |@28) |383) |(356) |406 | 085 |8L2 |5

; : D P 39 80 59
3. committees of nursing work 4.09 |[0.76 818 |4
integrative. (0.0) |(1.1) [(21.7) |(44.4) ((32.8)
I Identify tasks and responsibilities P al P9 81 66
% | of each SN. 00) |22) |a61) |@50) |@e7) | |07 |82 |3
| seek to promote collective action D P 16 70 02
> | in service delivery 00 lan [69) [@s9) [sry [*40 [070 |80 |1

Table (4.6) showed that, 87.1% said support teamwork between hospital nurses, whereas, 83.2% said of NS that
they define tasks and responsibilities of each SN, whereas, 81.8% of NS said that they seeking to make the teams and
committees of nursing work integrative and finally, about 81.2% of NS said that they involved SN with various teams and
committees of work according to their abilities.

Working in the nursing profession requires teamwork as a family. Understanding colleagues about the current or
emergency conditions of the nurse helps to feel stable and comfortable at work. In the event of a particular emergency, many
colleagues take tasks, cooperation is the basis of work and the basis of psychological stability, and this requires the work and
effort of NS.
4.3.1.4 Effective communication
Table (4.7): Mean, SD & weighted percentage for the field of effective communication

; N
3 = 2
> S = >
— 2 9 [=)) <
No. | Paragraph S g § = S _
N g ) f‘%
(=)
The SN has been informed of the ) 0 6 4
. mstru_ctlons _|ssued for the work on an 00) [00) la11y) |a22) [4e7) 1.36 0.67 87.1 B
ongoing basis.
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me easily and in several ways. (0.0) |(1.1) |(6.1) (40.0) [52.8)
Total .36  D.57 B7.1

Table (4.7) showed that 88.9% of NS able to communicate with SN easily and in several ways, while, 88.1% said
of NS that they provide instructions, procedures and advices for nursing clearly, 87.1% said of NS that they continuous
informed SN and informed of instructions issued for the work, whereas, 85.9% of NS said that they seek to prevent any
appearance of conflict at the work environment, and finally, about 85.7% of NS said that they seek to develop self-monitoring
among nurses.

4.3.2 What is the level of professional creativity of SN from point of view NS?
Table (4.8): Rank of professional creativity from point of view NS

No. Dimension Mean SD % Rank
2. Confront of challenges & risks 3.73 0.78 745 3
3. Cognitive flexibility 3.76 0.72 75.1 2
6. Decision making 3.80 0.70 75.9 1
7. Persuasion & creativity 3.71 0.73 74.2 4

Table (4.8) shows the relative weight and rankings of the professional creativity dimensions for SN from the NS point
of view. Decision making dimension ranked first with a relative weight of (75.9%), are followed by the Cognitive flexibility
dimension (75.1%), while Persuasion & creativity ranked last with a relative weight of (74.2%). In general, we conclude that
there is a high degree of professional creativity among nurses as result of the leadership empowerment of them by NS.

So, nursing managers have been aggressively encouraging to pursue creativity in nursing to improve nursing
outcomes. The world of healthcare is changing. So, now health care organizations need creative more than past. Professional
creativity are not new concepts to the nursing profession but correlate with nurses. Failure to acknowledge and encourage
creativity in nurses may hinder development and innovations in nursing practice and nursing management. Nurses often
encounters unexpected situations and involves taking care of patients with different backgrounds and health conditions;
hence, they need to go beyond nursing routine and acquire creative thinking to make useful decisions (Chan, 2013).
4.3.2.1 Confront of challenges & risks

Table (4.9): Mean, SD & weighted percentage for the field of confront of challenges & risks
<
=
3 £ =}
o | 2 S 5 fa
NO. Paragraph = 3 < = g _ 5
N g ) © s
(%) (%) o @
SN encourage team members to s 19 s b
1. [innovate despite the risks that may be ) 8) : 9) 7.2) 3.3) 7.8) B64 097 |29 P
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2| isk-taking h3)  Is8) 8y Lo by P R 4P
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)
1.1)  B3) p28) 1) |17

accuracy
SN apply distinct procedures; B B B i
> however difficult they may be 1) /.2) 82.2) 15.0) [44) B4 P95 49 4

SN look at the best ways to
6. accomplish tasks if there are many
options, not the easiest ones

Total 3.73 | 078 | 745

Table 4.9, the results showed that the highest phrases in this dimension is third paragraph by 77%, the NS believes
that the SN prefer to work with a team that is love to achievement, while, 75.8% of NS said the SN take advantage of
opportunities to deal with risks with distinction and accuracy, whereas, 75.4% of NS said that SN look at the best ways to
accomplish tasks if there are many options, not the easiest ones. While 74.9% of NS responded that SN applies distinct
procedures; however difficult they may be. While 72.9 % of NS responded that SN encourage team members to innovate
despite the risks that may be encountered. Finally, the lowest phrases he got this dimension is second paragraph by 71.4%,
the NS said that they SN prefer to work with a team that is taking a risk.

We conclude that there is a high degree of confront of challenges & risks among SN from the point of view of NS,
Therefore, the researcher believes that the ability of SN to face the challenges and risks is faced by them in the performance
of their duty, demonstrates their awareness of the importance of their job, their practical place in their departments, and
flexibility in dealing with different people, patients and colleagues.

4.3.2.2 Cognitive flexibility

Table 4.10, the highest paragraphs obtained in this dimension are first paragraph by 78% from NS said SN can work
efficiently with different heads. While, 76.1% of NS said SN stimulate their team members to participate in work
development programs and improve services. Whereas 75.8% said of NS that SN initiate new ideas at their work. While, the
lowest phrases in this dimension is second paragraph by 72.8% the NS said that SN adapt quickly to change in the work
environment.
Table (4.10): Mean, SD & weighted percentage for the field of cognitive flexibility
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We conclude there is a high degree of cognitive flexibility among SN from the point of view of NS, So, through the
experience of the researcher and his long work as SN. The cognitive flexibility that SN must have a source of power for him
and his team, SN who can handle his bosses diplomatically, adapts to a rapidly changing work environment, can with stand
work stress, and encourages his team to produce, develop and perform work to the fullest. A discerning SN and may be a
future head nurse or a NS.
4.3.2.3 Decision making
Table (4.11): Mean, SD & weighted percentage for the field of decision making
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SN make sound decisions to solve 4 ¢] b7 74 36
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2. | making process of the department within
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3. | effective implementation of decisions
regarding patient care
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4. | members according to their abilities and
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Total 3.80 p.70 [75.9

3.78 p.86 [56 4

In table (4.11) That showed the highest phrases this dimension is first paragraph by 78.1% of NS where he replied
that distribute work among their team members according to their abilities and skills. While, 78% of NS said the SN support
the ideas of colleagues to develop work and improve services. Whereas 75.8 % said of NS that SN determine the requirements
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for effective implementation of decisions regarding patient care. While, the lowest phrases in this dimension is second
paragraph by 73.9% the NS said that SN actively participate in the decision-making process of the department within the
scope of job descriptions

4.3.2.4 Persuasion & creativity

Table (4.12): Mean, SD & weighted percentage for the field of persuasion & creativity
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Table (4.12) that showed the least phrases obtained in this dimension are the fifth and sixth paragraph with 73.4%
of NS and said that the SN help their colleagues and meet the requirements for success and SN participate in the department's
development projects with enthusiasm. While, 73.7% of NS said the SN use logical methods to convince others of their point
of view. Whereas 74.1% said of NS that SN are fluent in the conducting dialogue with others. While, the highest phrases in
this dimension is seventh paragraph by 75.6% the NS said that SN provide a creative idea for urgent topics.

We conclude that there is a high degree of persuasion & creativity among SN from the point of view of NS,
Therefore, the researcher believes that the ability of the SN to persuade to reach creativity is the pinnacle of professional
creativity, so the study confirmed that SN have the ability to use logical methods to convince others of their views and present
their ideas in a sequence that helps to convince them, in addition to their ability to find an Innovative quick ideas for pressing
topics and also enable them to manage good dialogue with others, when are combined with the SN, make them creative, and
take firm steps towards advancing the nursing profession and serving patients with a high professionalism.

4.3.5 Is there a relationship between leadership empowerment and professional creativity?

To find the relationship between leadership empowerment and professional creativity, the correlation coefficient
between professional creativity on the one hand and each dimension in leadership empowerment was calculated separately.
Table (4.13): Correlation coefficient between leadership empowerment and professional creativity

. . L NS
Dimension Statistics

- ) Correlation %
§ al1 Provide coefficient (r) 0.630
3= Independence (Sig) 0.000
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Correlation -
2 Effective coefficient (r) 0.625
Participation (Sig.) 0.000
Corfrlgla}tlop 0.601*
3. Leadership Values coefficient (r)
(Sig.) 0.000
Correlation *
4 Professional coefficient (r) 0.404
Development (Sig) 0.000

* a significant correlation at e = 0.05.

The results showed in table (4.13) that the probability value (p-value) is less than 0.05 and this indicates that there
is a statistically significant relationship between leadership empowerment and professional creativity. This indicates the
impact of leadership empowerment on the professional creativity of the SN, meaning that the greater the leadership
empowerment, greater the more professional creativity among SN.

Chapter (5) Conclusion and Recommendation
5.1 Conclusion

This study aims to assess role of leadership empowerment in achieving the professional creativity at governmental
hospitals in Gaza governorates from the perspectives of NS, head nurses. It was a descriptive, analytical and cross-sectional
study. All major governmental hospital from each governorate was selected. The target population was NS which included
HN and NS. All NS were included in the study and proportional systematic. The response rate for NS was 83.1% (180) from
total 213 NS. The study tool was a self- administered questionnaire NS.

NS male 68.3% and female 31.7%. Regarding Age group, NS most of the age group more than 41 years about
59.4%. NS, 28.3% were from Gaza Governorate, 17.8% were from North of Gaza Governorate, 23.3% Mid-zone of Gaza
Governorate, 19.4% were from Khan-Younis and 11.1% were from Rafah governorate.

NS all most of academic qualifications from bachelor degree as 62.2%, about 35% have been holding postgraduate.
And 5.4% have been holding 3 years' diploma. NS most of graduated from Islamic University as 61% and rest graduated
from Palestine College of Nursing as 39.

According to the characteristic of NS, the participation of heads nurse about 95 nurses by 53%, while the
participation of clinical supervisors 85 supervisors by 47%. The highest participation among NS was in Shifa Medical
Complex which had 36.1% participation, while Nasser Medical Complex had 17.22% participation, while the participation
from European Gaza Hospital was 16.11%, the participation rate from Al-Agsa Martyrs Hospital represented 12.8%, while
the participation of Indonesian Hospital represented 8.33% and Al Nasser pediatric Hospital represented 9.45%. Regarding
the total experience in nursing, the mean of nursing experience was 18.4 years. About 52.8% of the supervisors were having
experience from 11-20 years and 35.6% of them had experience more than 21 years. but about experience in NS 43% of the
supervisors were having experience from 7-12 years, 37% of them had experience less than 6 years and 20 % of them had
experience more than 13 years and about 79.4% of NS reported they had known job descriptions, and about 79% of the
respondents had receive special training courses in supervision or management.

According to the level of leadership empowerment from point of view NS there is a high level of leadership
empowerment (83.5%) for SN from point of view NS for nurses working under their supervision. And the relative weight
and rankings of the leadership empowerment dimensions.

According the relationship between leadership empowerment and professional creativity there is a statistically
significant relationship between leadership empowerment and professional creativity. This indicates to the impact of
leadership empowerment on the professional creativity of the SN, that's meaning the greater leadership empowerment, is
more professional creativity among SN.

According the relationship between professional creativity and socio demographic variables (gender, age, academic
qualification and experience). there are significant differences on professional creativity by gender in the questionnaire of
NS differences were in favor to females. According age there is a relationship between professional creativity and the age of
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NS, and difference between age groups (Up to 30) and each of (41-49 and over 50) in favor of group (22-31), also there is a
difference between age groups (32-40) and each of (41-49 and 50-58) in favor of group (32-40).

5.2 Recommendations

Based on the study finding, the researcher would provide useful recommendations as outlined below. Decision
makers, health managers, nursing supervisor, nursing leaders, professionals and researchers need to consider these
recommendations and intensively work to address them.

e Increase awareness and understanding among nursing directors and nursing supervisor about concept of leadership
empowerment and different factors that create opportunities for safe and effective empowerment.

e Enhance the nursing work environment by practicing appropriate leadership styles and empowering strategies, including
greater participation of nursing staff in the decision-making process. Ultimately, more effective nursing management
should result in improved nursing staff creativity, job satisfaction, and work commitment all that can led to professional
creativity.

e Nursing Managers should assess the structures in the organization to identify barriers of staff nurses to be professional
creativity and ensure empowering factors at organization.

e Demonstrate a strong orientation toward creativity and change, which is clearly communicated and enacted, from the
highest levels of management, throughout the hospital.

o Encourage creative activities by provide incentives and focus on immediate reward for the creative work to motivate the
staff to continue.
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