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ABSTRACT

The purpose of the present study is to validatecalesfor measuring the organizational learning dfter
educational institutes. The population of the stimtuded all the staffs who were employed in adinghes of
Islamic Azad University in Iran i.e., 420 branche® educational centers . The research sampleisteasof 1662
staffs randomly selected from 96 branches and et centers using stratified and cluster randsampling
methods. The research instrument was the WatkidsMarsick’'s questionnaire of organizational leargimvhich
consisted of 3 scales. The obtained Cronbach'saAattue was 0.90. The results of factor analysid prncipal
components analysis, using a varimax rotation, stbwhat building blocks of organizational learniimcludes
individual level Items 1, 2, 3,5, 6, 8,9, 11,a 13, group level Items 4, 7, 10, 14, 15,188,23, 26, 27, 28, 29,
30, 33, 35 and 37, and organizational level 1t&8s24, 25, 31, 34, 36, 38, 39, 40, 41, 42, and 43

Keywords: Organizational Learning, Universitidgarimax Rotation

INTRODUCTION

Today, universities can be considered as the h&fathe dominating and successful civilizations. &ese of
profound changes which have affected our todayddwthe universities, even more than ever, hawenha the
focus of prolonged international and social dismrsswhich devote to the goals and ideals of usities as well as
their roles in guidance and leadership [15].

The advent of information technology has imposetew condition over the world of trade and businésdike
industrial societies which are competing againstaritnancial assets, post- industrial societiesehbased their
main objective over accessing more updated knowletlga way that knowledge is, for them, the makesr of
world competition and organizational learning igaeled as the main competing benefit of the orgdioizs. In a
climate of accelerating change, organization sadrflaurish without nurturing the seeds of learnigtablished as
a wellspring of value-producing knowledge, orgatizal learning is substrata to innovative, qualétyd profitable
products and services [3][21] [42].

In the face of increasing globalization and envinemtal complexity, the need to understand the evelving
puzzle of organizational learning and affiliateattas is critically conspicuous. 401 Organizatiotedrning has
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been propounded as a vital constituent of strateginagement based on its influence on process ireprent and
innovation [16][48].

A number of definitions are presented by differectiolars some of which are as follows: - Organizeti learning
is the development of new knowledge or insights tizeve the potential to influence behavior[46]. g&nrizational
learning is defined as the capacity or processt#iméan organization to maintain or improve perfaroe based on
experience[10]. Organizational learning is the ntitenal use of learning processes at the individgebup and
system levels to continuously transform the orgaion in a direction that is increasingly satisfyimo its
stakeholders[11]. Organizational learning is theating, acquiring and transferring of distincti@rsl practices in
the organization[14]. Organizational learning is #bility of an organization to gain insight andlerstanding from
experience[33].

Organizational learning means the process of impgpactions through better knowledge and understgnd[16].
Organizational learning is a process of detectimd) @rrecting errors Argyris, [2]. In a study, [Resaux [9]. found
out that promoting open communication, shared misinclusion, trust, collaboration, shared/disttézlileadership,
individualized support/encouragement, a learniray$p professional growth and development, talkimgua giving
supports, maximizing student outcomes, maintainingbility, modeling involvement, and modeling high
performance expectations are leadership practi¢gdgsnwole-negotiation that foster organizationatining. The
results of Howard [23] also indicated a statisticasignificant relationship between the presence aof
organizational learning culture, positive value megsion, and organizational commitment. The theofy
organizational learning and practices of a learringanization appears to be expressing values amehgiing
behaviors that create a positive working environtmen

Studies show that organizational learning has nmegnli relationship with the factors such as the galbisfaction
and organizational commitment Hsu [24]. Krishna[29Vang[49] and Howard[23]. organizational changel a
innovation Wang [50]. Della Neve[8]. and Lin, [3®Jrganizational culture Garmon, 2004 ,organizaticsuccess
Truran [47], and performance Photis [40]; Chen[Bhrrest [17]; Xie [55]; Nordtvedt[37]; Hudspeth[25
Moore[37]; and Galy [18]. One of the obstaclesrstitutionalizing organizational learning is bekeMto be the lack
of effective leadership Joeong[27]; Beard[5]. Oiigations ought to take into account the way leadeiscate the
staffs regarding the role of organizational leagniheaders should create an atmosphere in whicanaational
learning finds its way in the organization. Thisicéinally, lead knowledge and information systemvbjch are of
determining factors in any organization, into origational learning under the leaders’ support. Tésult of the
study carried out by King [28] indicated that thevas a relationship between leaders’ behaviorsoaghizational
learning. Devereaux [9]. also found out that theréase of open relationship, cooperation, indidwpport, focus
on professional learning and growth and developnaet among the leaders’ behaviors that can strength
organizational learning through dialogue and negjioth. Leuci [30]. also underlined that organizaal learning
was a necessity for organizations’ success. Whatlty is and how it can be used are among themaaitivities of
managers in future. King [28] asserted that omgional learning is important to the success wdlify-focused
organizations since only through learning can omggions can capture and retain the knowledge secgso
continually refine and improve business processspansible for product and service quality. Coneatly,
organizational learning is an essential componérg comprehensive theory of quality managementhWithis
complicated world with such dramatic every day dem organizations , especially higher educatiatitirions,
can merit comparison with others only if, with dfigd and integrated identity, they are able tahemuch quicker
than their counterparts. Crossam et al. 1999 ebelithat organizational learning is multi-level sisting of
individual, team/group, and organizational. Moiland36]. and Wang [49] also speculate that Wetkand
Marsick’s Dimensions of Learning Organization Qimstaire DLOQ is the most comprehensive one which
covers the holistic whole/breadth. It includes &2rnis with 7 dimensions. Marsick and Watkin's [S2][5 identify
seven core practices at the individual, group,@gdnizational levels as follows:

1. Individual level

« Creating continuous learning opportunities

» Promoting inquiry and dialogue

2. Team/group level

» Encouraging collaboration and team learning

3. Organizational level

* Creating systems to capture and share learning
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» Empowering people toward a collective vision
» Connecting the organization to its environment
* Providing strategic leadership for learning

Purpose of the Research

Regarding organizational learning variable as aantae to survive and a competitive advantage miveusities,
the present research is going to design a valitkument which identifies the constructs which fotire
organizational learning, measure the variable ghbizational learning in each of dimensions whigimf it, and
find a way to strengthen the organizational leagnimuniversities.

Research Questions
1. What are the indexes which construct the orgdioizal learning in universities?
2. Which of these indexes has more contributiofofming organizational learning?

MATERIALS AND METHODS

The population of the study includes all the staff work in 420 branches and educational centet®izones of
Islamic Azad University.

Statistical Sample

2.2
In order to estimate the least volume of sample,% formula was used. Regarding the minimum sample

required for the staff's group which was estimatesl 1662people, the same number of questionnaires of
rganizational learning was administered to thefstaP6 branches and educational centers. In omeselect the
research sample, two methods of stratified andelwuandom sampling were used.

Research Tools

To assess organizational learning, Watkins and igldssquestionnaire was applied. This questionneamssists of
43 items which are answered by choosing the altiessof “strongly agree = 4", “agree = 3", “disagr= 2", and
“strongly disagree = 1”. The questionnaire inclu8esubscales of individual level Items 1, 2, 3546, 7, 8, 9, 10,
11, 12, and 13, group level Items 14, 15, 16,187 ,and 19 , and organizational level Items 20,22, 23, 24, 25,
26, 27, 28, 29, 30, 31, 32, 33, 34, 35, 36, 37,388,40, 41, 42, and 43 . In order to measure tiiglity of the

questionnaire, 107 staffs were randomly selectedhfthe Islamic Azad University, Roudehen Branch #mel

Cronbach’s Alpha method was applied to the datainetl from the administration of the questionnaarethe

sample. The obtained Cronbach’s Alpha was 0.90.réeearcher has used factor analysis and princgraponents
analysis, using a varimax rotation in order to tdfgrthe underlying constructs of organizationadreing.

RESULTS
In the present research, 850 subjects were male58@ subjects were female. Regarding the acadeegiee, 467
subjects had held Diploma or Associate Diploma, 88%jects held Bachelor's degree, and 145 subjedtsMA or

Ph. D. degrees. Regarding the marital status, 886fchem were single and 1058 were married.

Table 1: The summary of the statistical indexes rated to the sample group in the organizational learing and its components n=1662

) Indexes Mean | Median | Standard Deviation | Skewnessg Kurtosis
Variables
individual level 1.53 1.54 0.345 -0.250 -0.149
group level 1.43 1.42 0.451 -0.231 -0.164
organizational lev 1.3¢ 1.42 0.451 -0.24: -0.161
organizational learning total scofe ~ 1.45 1.48 0.37 -0.287 -0170

Based on the information given in Table 1, theeddht indexes of central tendency, variability #mel distribution
of the staff's scores obtained from the questiornaf organizational learning and its 3 componetisw that the
distribution of the staff’'s scores in the given ightes have tendency toward normality. The firgfpsin factor
analysis process which is also its first assumpo@hecking Missing Data. In this step, subjeatsiber 34,129,
and 247 including three persons altogether wemaimdited from statistical analysis so that the factoalysis
assumption under the heading of at least missif@@ @ould be observed in each subject. Hencéjisrrésearch no
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item has been eliminated except three subjects.thadjiven situation shows that there is no neeashtd some of
the items and it is possible to follow the proces$actor Analysis while having all the items. Téecond factor
analysis assumption denotes enough sample sizéhidnresearch, Kaiser- Meyer- Olkin KMO equals 7.9
consequently, the sample size is sufficient. Thed tfactor analysis assumption is normality of ruiriation
distribution known as sphericity. As the ApproximaChi Square equaled 100070.02 with the 903 degrées
freedom, it can be stated that the amount of thpréyygmate Chi Square is statistically significamdathe given
statistics is significant at least at the 0.99%®lef confidenceo = 0.001 . According to component matrix of items
we can determine both the specific factor of es&eimiand its position in the related factor basedbading factor.
After studying table of component matrix precisdhe researcher used Rotation Method so that Igafdictor of
each item can be determined stressing at recogniticeach item in one of the 3 factors. Reiteratimgt in this
research, the researcher has followed Exploratacgdf Analysis and has used Principal Componenhitis from
Extraction of Factors, varimax Method was applitgable 2 . According to varimax, the researcher able to
determine both the factor to which the item beloafger rotation and the position of each item ilated factor with
reference to loading factor. This table shows incwifactor each item has been located after thatioot. For
instance, Iltems 1, 2,3, 5,6,8,9,11,12 and 13hagn lmeated in the first factor individual level .

Table 2: Rotated Component Matrix

Component
1 2 3

var00001 449
var00002 527
var00003 .696
var00004

var00005 | .607 ATT
var00006 537
var00007

var00008

var00009 | .614

var00010 498
var00011 617
var00012

var00013 | .580

var00014

var00015 .567
var00018 .550
var00019 515
var00022

var00023 | .413
var00024 | .438
var00025 | .679
var00026 | .484
var00027
var00028 432
var00029 | .517
var00030 AT76
var00031 407
var00033
var00034
var00035 | .443
var00036 | .561
var00037 | .460
var00038 | .477
var00039 | .592

var00040
var00041 428
var00042 | .553
var00043 464
484 | 589
518 | .599
522
519 | .234
704 | .179
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Eventually, 3 factors have been extracted fromtiateof factor analysis; in fact, organizationaieing consists of
3 factors respectively as follows: individual levgtoup level, and organizational level.

Hence, emphasizing at the three-fold factors ofapizational learning, items related to each fattave been
summarized in table 3 respectively.

Table 3: Results of Factor Analysis of Organizatioal learning Construct

Factors Index Items
First Factor individual level 1,2,3,5,6,8,911,18
Second Factoff  group level 4,7,10, 14,15,18,19,237288,29,30,33,35, 37
Third Factor organizational level 22,24,25,31,3438639,40,41,42,43

DISCUSSION AND CONCLUSION

In this study, in order to assess the organizati@aaning, Watkins and Marsick’s questionnaire \aaplied which
contains 3 scales of individual level, group lewid organizational level. The 3 factors which wesed to assess
the organizational learning in this study agreehwfite theories and studies carried out in and bitaa. Some of
the similar studies done in the same field are @kws: Modaresizadeh[35]; Shahbazy [45]; Jalili6]2
tloshnodnia, 2006; Rashmeh[41]; Wang[49]; Amy[1jar@on, 2004; and Hudspeth[25]. Regarding the rekear
background and the related theories, the threeorfacinvolved in organizational learning show théae t
organizational learning scale almost generally cothe underlying factors. Hence, it can be coreduthat the
results obtained from the administration of theltaad the level of organizational learning in umsiBes
determined by the application of the tool as wasllita validity are generally acceptable. The insieg need of
universities for determining the level of organiaaal learning from the one side and the lack didvimstrument of
the organizational learning from the other sideentre main causes of doing the present study. diitiad, the
research was done to identify the precise and cetplimensions, aspects and factors which makenizageonal
learning through measuring the validity of a scaleich was designed and administered to the staffiighfier
education institutions. In this way, it is possilite locate the theoretical position of organizaglolearning and
identify the importance of the variables which hé&esn introduced by different theories as the facidhich form
organizational learning. The ultimate purpose ef $tudy, then, is to design and administer a wvakd which can
determine the extent of organizational learnindnigher education institutions. The function of regleducation
system in every society is to develop and presganse to the society. It is considered a fundaaieyistem which
affects the other systems such as production, teghreconomic, social and administrative systefitgerefore, it
can be stated that the dynamism of the systemseus§ esociety, to a great extent, depends on thamtjgm of the
higher education system. At the present time, tbgree of contribution of higher education in ecoimm
development has been widely identified both in gdieenomies which rely on advanced technology andettad
newly industrialized or developing countries. Higlkeducation system, as the most important systeamynsociety,
is also comprised of organizations whose main doeion “thoughts” and has a profound effect onucalf political
and religious affairs. Organizational learning moang the variables whose efficiency have been tigeted and
proved by various researchers Hedberg [16]. Sdd@ieLevinthal & March[31]; Nonak, 1994; Schwandi]4
Crossan, Lane, &White[7]; Gephart et al [19]; Watki&Marsick [53]; Schwandt& Marquardt [43]; and e,
2002 . Close attention to organizational learnmgn absolute necessity within all organizationsiqadarly higher
education institutions. Many authors agreed thatsuccessful organizations that forge ahead in @lsaphanging
business environment will do so through creating stmaring new knowledge” Argyris & Schon[4] ; Bnoywi999;
Senge[44]; Petrides [38]. The result of the studiyduicted by Beard [5]. showed that the indicesrganizational
learning included identities, thoughts, common glegroup working and group learning, sharing infation and
systematic thought, having leader, staff's skilad competition. Miller 1996 also found out thia successful
results of organizational learning are: succed#fiancial and business performance, self-learninigdividual and
team/group levels, and group learning. MoreoveffyDi13] indicated that the key to significancedalmigh quality
in fostering values, nurturing personal qualifioas, and caring social values in strengthening Agamup
leadership lies in following organizational learuThe results of the studies conducted by Nordt8@] and Lin
[32] also clarified that using organizational ldag and effective teaching in organizations woeithance the
income, market share, profitability, and compangt&rformance and played a leading role in the irsereaf
innovation rate.
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In the age of increasing changes and complexitiesconcept of organization nowadays varies froentittne when
there were simpler relations among organizationsour age, learning organizations are considerethesnost
successful ones since they are able to comply thless with the characteristics of their age. Unlike premature
image, learning organization is not the one thad$structional courses but it is a much deepercept. Never-
ending instruction is a need for all the staff tigh which they not only focus on learning, how ¢arh, and
distributing knowledge, but also create new infaiora and knowledge which should then emerge inrthei
performance and behaviors. This would lead totintsbinalizing teaching and organizational learnimgll levels of
the organization that can pave the way to havenéiramus reform in the structures and processeshwimally end
up in efficiency and effectiveness of the orgariizat

CONCLUSION

Organizational Learning is one of the variables sehefficiency has been proved by various reseaschée results
of this study are also in line with those of othesearch projects the breadth of which are merdiam¢he previous
sections. Furthermore, universities, as one ostwal systems, have been recognized as the eafjinseminating
knowledge and awareness as well as the centereaititig the societies. They are the basic centetisoaight and
reflection. The questionnaire administered here a&lsjoys some psychoanalytic features, specificatlgstruct
validity. These are some of the reasons which teadesearcher to recommend that the same studgrbed out
not only in Islamic Azad University but in all otheniversities and its findings, in turn, be taketo consideration
in those universities. Leaders are also urged ke taractical steps towards materializing the pples of
organizational learning since they guarantee tineval of the organization and are the only compegibenefits in
the third millennium.
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