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 The main goal of this survey was to investigate the effects of organizational learning on 
the empowerment of employees in Islamic Azad University. The statistical population 

of this survey included all faculty members and staff working in Islamic Azad 

University, Ahvaz, Iran. Of them, 270 faculty and staff were selected randomly. Data 
was collected through staff' empowerment scale by Spreitzer  (1995)  and 

organizational learning  questionnaire by Neefe (2001). The validity of the 
questionnaires was confirmed by content validity and construct validity. Factor analysis 

showed that all indicators are correlated with their corresponding factors. Reliability 

was calculated as .7 by using Cronbach's alpha coefficient. Structural equation 
modeling (SEM) was conducted for data analysis through AMOS.18 software. The 

results demonstrated that there were significant relationships between individual skills, 

mental models, and systematic thinking components of organizational learning and the 
organizational empowerment of faculty and staff (p<.01). However, no significant 

relationship was found between shared vision, team-based Learning and the 

empowerment of faculty and staff. 
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Introduction and theoretical Foundation: 

 As the only stable element of the time, change is of the features of our ever-changing world. As the need for 

change more appears to be a necessity for society, individuals and organizations became aware that movements 

other than previous or current situation necessitate learning. Organizations need employees who can adopt the 

occurring changes and attempt to acquire new occupational information. The empowerment of employees is a 

healthy way for power distribution. In an empowered organization, employees bring the best thoughts and 

innovations for the organization and prefer its benefits to their own benefits. One of the ways for empowering 

the employees is organizational learning. The organization should try to train the employees to learn how to 

learn. This results in the organization achieving its goals. In addition, based on the internal and external 

experiences of the organization, it should apply the knowledge, competencies, and procedures assisting in its 

success. Such achievement need empowered and skillful employees [1].  

 As noted by [2], empowerment creates a potentiality for organizations‟ effective use of human power.  

Empowerment is to give the employee the authority to make decisions in order to increase in their effectiveness 

and their effective role in the organization [3].  In spite of many definitions and conceptions of organizational 

empowerment, [4] conceived it as a context for developing dialogue and critical thinking and activities in small 

groups and argued that allowing the activities to orientate towards sharing work experience, making the 

employee to think, observe and discuss are of the main elements of organizational empowerment. Nowadays, 

the notion not only has been expanded and included to give employee the authority, but also conceived as a 

process in which the employees can improve their activities with knowledge acquisition, skill training and 

motivation increase. Organizational empowerment is a process includes all members across an organization in 

the organizational hierarchy [5].  According to an author , empowerment as a process of improving individual‟s 

self-efficacy with identifying and removing the conditions involving in the employee inability to do skillful 

activities [6]. Some researchers completed the definition of the notion and discussed about psychological 
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empowerment. This construct is a set of motivational cognitive domains and includes among others self-

efficacy. [7] added a new element to the set entitled self-sufficiency.   

 [8] emphasized that the strategies for employee empowerment in the case of educational institutes include 

sharing information with the employee, involving them in making decisions, practicing group decision-making, 

developing common beliefs and perspectives, enhancing their professional skills and truly understanding their 

need. [9] identified the factors affecting the empowerment of the employees as follows: mutual effect, power 

distribution, common responsibilities, and democracy development. [10] argued that empowerment in 

educational context includes among others providing opportunity for independency, selection and contribution 

to decision-making and occupational commitment.  Learning is the improvement of one‟s abilities with some 

experience and exploration. Learning continuously occurs on the way of life. Despite the difficulty in 

controlling, such learning is stable and effective and assists the learners in selecting the best way when 

encountering challengeable issues. All organizations learn in the sense that they deal with their ever-changing 

world. Some organizations however learn fast and effectively. It is not reasonable to separate learning from 

daily work. The learning in isolation is a temporal thing and results in segmented output. [11] conceived 

organizational learning as a process which an organization learns with and this learning causes some 

preservation and improvement of organizational performance. Learning in organizations is a social activity. 

Effective organizational learning results in innovation, success, competition and change control. It tends to 

cause some subsequent organizational changes [12].  

 For training human resources, it is necessary to develop the contexts where the learning organization can be 

achieved. The theory of organizational learning is a systematic approach to management. It considers an 

organization as an open system with its own thoughts and dynamic. Since organizations need feedback for 

adapting the environmental changes, they should learn from their experiences embedded in their employee‟s 

minds and engage in intellectual processes such as predicting, identifying, and defining surrounded problems. 

[13] identified five components of organizational learning. These components are described briefly below.  

 

 Personal mastery:  

 This is a system where an individual continuously makes him/his views more clear and deep, concentrates 

him/his power and energy to develop their patience and consistency and considers reality in the right manner 

and justly. 

 

Mental models: 

  These are some assumptions embedded in individuals‟ minds. In other words, mental models are general 

beliefs, common conceptions and perceptions that affect our worldview and practices. Our conceptions and 

attitudes are frameworks limiting our thoughts and practices. It is necessary to handle and manage our minds 

and strengthen its models. 

 

Shared vision:  

 This vision needs a truly common and the same conception. A relatively complete relation should be made 

among individuals to develop a shared vision among them. 

 

Team learning: 

 Teams are a base for a modern organization. Dialogue among team members is a way for attaining intended 

output and consequent organizational development. Team learning help individual to learn from each other. 

 

Systemic thinking:   

 This means to use systemic approach to organizational administration and analysis and the consideration of 

mutual affects of organizational factors. Systematic thinking results in deeply considering the origins and causes 

of the problems and their whole picture in a wider perspective.  

 

Literature Review: 

 In Iran , some researchers emphasized the effect of different variables on organizational learning and vice 

versa in non-educational and educational   institutes . [14] concluded that between organizational learning 

culture and organizational performance in sports experts of Ministry of Sports and Youth, there was significant 

positive correlation. Also among learning levels, positive relationship between learning in team level and 

organizational performance was significantly. the importance of learning and its levels as one of the factors 

affecting performance level increase Ministry of Sports and Youth has stressed. [15] found a meaningful 

correlation between organizational learning and empowerment strategy for staff working at education 

administrations. In another survey, [16] revealed that the empowerment of nursing students was strongly 

correlated with “open space and experimentation” dimension organizational learning. A 2013 research 

demonstrated that there was positive and significant relationship between university employees' empowerment 
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and being a learning organization. Variables sense of trust, sense of being effective and sense of independence 

had the greatest influence on the dependent variable (being a learning organization) from empowerment 

dimensions (sense of competence, sense of independence, sense of being effective, sense of being  Keywords: 

empowerment, learning organization [17].  Another 2013 study using stepwise regression analysis showed that 

the elements of organizational learning "knowledge sharing, organizational learning culture, leadership, and 

team work and learning" are considered as the most important predictive ones for the organizational innovation 

and play a considerable role in predicting it. But the elements "common perspective, systemic thinking, and 

development of the staff's skills and competences" are not significant in predicting the organizational innovation 

in the University of Tehran‟s staff [18].  Others studied the extent to which dimensions of two variables , 

namely learning organization and empowerment were in organizations . [19] studied the relationship between 

some factors and staff empowerment in an Iranian university. He found that authority delegation, performance-

based awards, occupational enrichment for strengthening competencies and cooperative management are of 

factors positively affect organizational empowerment.  In studying Iranian general education organizations‟ 

preparation for being learning organizations, managers working in these organizations believed that their 

organizations prepare for becoming learning organizations [20]. In attempting to present a model for measuring 

the organizational learning capacities in Iran‟s manufacturing industry, [21]argued that these capacities 

distinguish different organizations. In this study, the organizational learning was measured based on five 

components: the commitment of management, common mental models, systemic thinking, team work, and 

individual skills. A 2012 study of  learning organization discipline in Iranian higher education system showed 

that faculty members at the Tarbiat Modares University perceived moderate-to-high practice of the four learning 

organization disciplines (personal mastery, mental models, share vision, and system thinking) and low- to 

moderate practice of the team learning discipline [22]. In other countries, [23] proposed a model for practical 

evaluation for the enhancement of organizational learning. In this study, a model was proposed for applying real 

ideas in organizations and the role of evaluators in redefining organizational learning details and that of human 

resource development. The role of specialists in its development was emphasized. In comparing the 

organizational learning approaches of traditional versus modern educational institutes, these two groups are 

different in some components and despite having the main features of learning organizations, modern ones have 

higher amount of indicators of a learning organization than the other ones [24].  Selecting 88 educational centers 

in Taiwan , Lam , Chan and Pan (2003) evaluated their organizational learning and found that schools searching 

for more alternatives and new ways have better organizational learning opportunities . In order to determine the 

dimensions of learning organization in Hong Kong public education centers, [25] emphasized that the attempts 

made by managers for creating employee‟s common sense of objectives of a learning organization result in their 

positive attitudes to such an organization. As noted above, different dimensions of learning organizations can 

affect on empowering human resource . Universities of all kinds, especially open universities (named in Iran as 

Islamic Azad Universities) , the policy of such university benefit competitive affairs  , should continually 

consider the ways of empowering their staff for competing advantages. This study aimed to investigate the 

effect of organizational learning on the organizational empowerment of faculty members and staff working in 

one of Iranian Open University, named Islamic Azad University of Ahwaz and to develop a conceptual model 

for enhancing their empowerment.  

 

Method:  

 This applied study was a descriptive survey. The statistical population included all faculty members and 

staff working in Islamic Azad University, Ahvaz, Iran (N= 510) in the academic year of 2012-2013. By 

applying random sampling method, 270 faculty and staff were selected among them. Of (n=270) the subjects, 

140 (52%) were women and 131 (48%) were man. 156 (57%) had BS degree. Only 24 (9%) had PhD degree. 

Data was analyzed in SPSS 19 by using some descriptive and analytic statistic methods. Structural equations 

model (SEM) and path analysis were used for testing the conceptual model in AMOS software. At the first step, 

a conceptual model or path model was proposed for determining the causal relations among the components 

involved in the study. By reviewing theoretical foundations, related literature and expected relations, a 

conceptual model and its consequent path model were mapped (Figure 1). The different components and 

subcomponents of the model were validated and by confirmatory factor analysis and its structural relations were 

tested.   

 Data was gathered through two questionnaires. The adapted 24-itemed questionnaire  administrated by (26) 

was applied for measuring the components of organizational empowerment and that of 12-itemed developed by 

(24) was used for measuring the components of organizational learning. The questionnaires included some 

closed items in a 5-point Likerte type scale. The validity of the questionnaires was confirmed by some 

specialists in the field and also by setting an exploratory and confirmatory factor analyses. As shown in tables 1 

, 2 and 3 the results of exploratory factor analysis reveals that all items included in the two questionnaires were 

valid and no replacement or deletion was needed. Table 2 ,  3 and Figure 1 also illustrates that the result of 
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exploratory factor analysis for factor loadings of items on the components of organizational learning and 

empowerment questionnaires  were higher than 0.5 . 

 The internal consistency of the scales was measured by calculating alpha Cronbach‟s coefficients of the 

components included. As table 4 shows, the internal consistency of all components was in high level (a>.70). 

Then, the scales were reliable. 

 
Fig. 1: The causal model of the study (path model) for the relationships between organizational learning 

components and the empowerment of employee. 

 
Table 1: The result of confirmatory factor analysis for factor loadings of items on the components of organizational learning questionnaire 

after varimax rotation. 

Component The kind of relationship Non-standard factor 

loading 

Standard factor 

loading 

p-value 

In
d
iv

id
u

al
 s

k
il

ls
 

Between the component 
and its first item 

1.000 .779 - 

Between the component 

and its second item 

.988 .785 .000 

Between the component 
and its third item 

.97 .765 .00 

Between the component 

and its fourth item 

.807 .658 .000 

Between the component 
and its fifth item 

.709 .573 .000 

Between the component 

and its sixth item 

.625 .514 .000 

M
en

ta
l 

m
o
d

el
s

 
Between the component 

and its first item 
1.000 .776 - 

Between the component 

and its second item 

.943 .883 .000 

Between the component 
and its third item 

.766 .664 .000 

Between the component 

and its fourth item 

.676 .653 .000 

Between the component 
and its fifth item 

.607 .388 .000 

Between the component 

and its sixth item 

.605 .573 .000 

S
h

ar
ed

 v
is

io
n

 

Between the component 
and its first item 

1.000 .539 - 

Between the component 

and its second item 

1.157 .455 .000 

Between the component 
and its third item 

1.639 .906 .000 

Between the component 

and its fourth item 

1.363 .783 .000 

T
ea

m
 l

ea
rn

in
g

 

Between the component 
and its first item 

1.000 .729 - 

Between the component 

and its second item 

1.041 .739 .000 

Between the component 
and its third item 

1.154 .493 .000 

Between the component 

and its fourth item 

0.798 .536 .000 

  
  
  

  
  
 S

y
st

em
ic

 

th
in

k
in

g
 

Between the component 
and its first item 

1.000 .815 - 

Between the component 
and its second item 

1.036 .761 .000 
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Between the component 

and its third item 

0.875 .675 .000 

Between the component 
and its fourth item 

.867 .626 .000 

 

Table 2: The result of exploratory factor analysis for factor loadings of items on the components of organizational learning questionnaire 
after varimax rotation.  

 

components 

The items of components Factor loading on the 

first component 

Factor loading on the second 

component 

Individual skills Item 1 .907  --

Item 2 .919  --

Item 3 .907  --

Item 4 .882  --

Item 5 .811  --

Item 6 .837  --

Mental models Item 1 .837  --

Item 2 .879  --

Item 3 .865  --

Item 4 .679  --

Item 5 .837  --

Item 6 .882  --

Shared vision 

 

Item 1 .924  --

Item 2 .928  --

Item 3 .865  --

Item 4 .579  --

Group learning 

 

Item 1 .936  --

Item 2 .933  --

Item 3 .936  --

Item 4 .936  --

Systemic thinking Item 1 .907  --

Item 2 .919  --

Item 3 .907  --

Item 4 .811  --

 
Table 3: The result of exploratory factor analysis for factor loadings of items on the components of the empowerment questionnaire after 

varimax rotation. 

 

Component 

Items of components Factor loading on the first 

component) 

Factor loading on the second 

component) 

Empowerment 

 

1 .907 -- 

2 .919 -- 

3 .907 -- 

4 .882 -- 

5 .811 -- 

6 .837 -- 

7 .837 -- 

8 .882 -- 

9 .811 -- 

10 .679 -- 

11 .837 -- 

12 .882 -- 

 
Table 4: The result of components‟ internal consistency. 

Component A coefficient Number of items 

Individual skills .84 6 

Mental skills .77 6 

Shared vision .80 4 

Team learning .68 4 

Systemic thinking .78 4 

empowerment .71 12 

 

Findings: 

 
Table 5: One-sample t-test for comparing the mean rates of studied components from subjects‟ viewpoints (n=271, df=270, mid point=3). 

Component mean SD t p-value 

Individual skills 3.02 1.12 .27 .88 

Mental skills 2.69 1.13 - - 

Shared visuon 2.58 1.09 - - 

Team learning 2.64 1.05 - - 

Systemic thinking 2.54 1.11 - - 

Empowerment 2.44 .95 - - 
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 As Table 5 shows the results of one sample t-test for comparing the mean rates of studied components from 

subjects‟ viewpoint. All studied components, but that of individual skills were lower than the middle point (=3). 

The component of individual skills were in moderate level (t (270) =.27, p>.05) .  

 
Table 6: Regression analysis results for the effects of organizational learning components on the organizational empoverment one. 

Independent Variable B β t p-value 

Consonent 6.279** - 2.85 .005 

Individual skills .473** .268 4.72 .000 

Mental skills .560** .318 5.80 .000 

Shared vision .161 -.065 1.19 .239 

Team learning .233 .088 1.48 .133 

Systemic thinking .726** .293 5.16 .000 

**p<.01, (adjusted R2= .534, P<.001) 

 

 Table 6 showed the hierarchical regression analysis results for testing the significant effect of the 

components of organizational learning as independent variables on the organizational empowerment as the 

dependent variable.  Except for shared vision and team learning, other component positively affected the 

organizational empowerment (p<.01, adjusted R
2
= .534). 

 

 
 

Fig. 2: The output of the structural equation model of the study. 

 
Table 7: The output of SEM. 

 The kind of  relationship Structured Coefficient p-value 

Structured relations Between individual skills and 

empowerment 
0.272** 0.000 

Between mental models and 
empowerment 

0. 504 0.000 

Between shared vision and 

empowerment 
0.006 0.912 

Between team learning and 
empowerment 

0.061 0.343 

Between systematic thinking and 

empowerment 
0.35** 0.000 

Goodness of fit indicators RMSEA=0.088 Chi-Square( )=1812    ,    P-value 

=0.00 

GFA=0.70 ,  
AGFI=0.67 

= 3.07 

**p<001 

 Figure 2 shows the output of SEM for depicting the proposed relations. The relationships among the 

variables are showed in Table 7 in details. As the table shows, the relationships between individual skills, 

mental models and systemic thinking were significant from one hand and the organizational empowerment from 

the other hand (p<.01). But, the relationship between shared vision and team work with organizational 

empowerment were not significant (p>.1).  

 

Discussion and Conclusion: 

 This study aimed at investigating the effects of organizational learning on organizational empowerment of 

faculty and staff working in an Iranian open university. The mean rates of the components of organizational 
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learning and organizational empowerment were not high from the subjects‟ viewpoints and not satisfactory. 

Most of them were in low rating. This finding emphasizes the urgent and deep attention to the barriers to 

organizational learning in the university and focus on strengthening the factor motivating employees‟ 

organizational empowerment. 

 The findings also showed that all components, but shared vision and team learning significantly affect the 

empowerment of faculty members and staff. There was positively significant correlation between organizational 

learning and organizational empowerment. The finding is in line with those of [16,17, 24] .  

 Considering the foundations and principles of empowerment strategy, authority for doing responsibilities, 

making job-owners to be independent and openness in making duties result in confidence, self-efficacy and 

other empowering elements. Empowered employees feel effectiveness, autonomy and independence as well as 

meaning and usefulness in the work place.  

 As noted by [4], empowerment motivates dialogue, critical thinking, group activities, and knowledge 

sharing and experience distribution. These in turn tend to develop positive attitudes to work and organization 

(mental model), sharing occupational and professional knowledge (enhancement of competencies), creating 

common conceptions and expectation (shared vision) and advancing understanding skills (systemic thinking). 

 Shared vision and team learning were two components of organizational learning that did not relate the 

organizational empowerment. Considering the former, it can be said that appropriate objective (clear, attainable 

and acceptable goals), just and truly evaluation-based rewards, resource accessibility, fitted organizational 

structures (as to its specialization, job description) , continual performance evaluation, making feedback for 

developing needed capacities and on-job training all result in more organizational learning opportunities. As to 

the latter, developing strategies for confidence and relying on staff ability to make useful decisions, giving 

needed autonomy and authority, and setting cooperative context can prepare individuals to organizational 

learning. 

 As the importance of universities of all kinds in social, economical and cultural development is obvious, 

their attention to learning organization is necessary more than ever. Organizational learning needs managers and 

employee who are aware of the importance of organizational learning and try to develop their competencies in 

our complex age.  
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