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ABSTRACT

Aimed at investigating the relationship between psychological empowerment (meaningfulness, self-efficacy, impact,
self- determination, and trust) and organizational learning, 326 personnel from Karaj Province Department of
Education Organization Karaj Province were chosen through cluster. Generally, the results indicated that among
the factors of psychological empowerment, self-efficacy, self-determination, impact and meaningfulness had the
most power to predict the organizational learning respectively. It is noteworthy that there was no significant
relationship between trust and organizational learning.
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INTRODUCTION

Today's fierce competition requires firms to trarsfi themselves to be ready to change and adapt flkurvive

and thrive in such a world, an organization mustags be ready to adapt. Thus, many organizatiorige sto
have a learning culture to create and transfer kewbge for survival [2]. Nowadays, the most impoit
assets of an organization are smart and kn@eknle staffs who lead their organization toswstainable
competitive advantage by creating modern orgamimati processes. Innovative attempts in an orgaaizatre
resulted from investment on learning process andraging human resources management and knowledge
management [3]. As the depth and speed in changwd#y's business environment is accelerating due t
globalization, technological innovation, and theokhedge -based economy, jobs have become more eampl
challenging, and empowering [1]. Thus, we suppdsgs ipsychological empowerment that can signifiant
influence organizational learning and prepare teeks to handle such situations.

Psychological Empowerment

Empowerment is fundamentally a motivational procetsn individual's experience of feeling enabldd.To
empower is to give power, so that individuals hpeesonal influences or choice over their own bedravi a work
environment. Bowen and Schneider (1985) argued ahaempowered workforce is better able to providgh h
quality customer service. Therefore, to obtain metitive advantage and to differentiate a comdfammy others,
employees empowered by supportive managers arey aoksuccess in a competitive world [5]. Empowering
employees affect employee satisfaction, loyaltyfqgsenance, and service delivery [6]. Empowermentlissely
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related to people’s perceptions about themselvereliation to their work environments [7]. The emviment
surrounding individuals is important for increasipgychological empowerment because empowermenbtisan
consistent or enduring personality trait, but ratheet of cognitions shaped by work environmesitsA great deal

of effort was made to increase individuals’ psycdgidal empowerment by focusing both on empowering
management practices [9].And on the psychologicatumre of empowerment [8,10]. The same time,
psychological empowerment has been emphasized asportant factor for employees’ health [11], sttision

and loyalty [12]. Empowering conditions, such aspanunities for decision autonomy, challenge, and
responsibility make employees appreciate what thaye. In turn, such appreciation results in fealiraf
meaningfulness, competence, self-determination,iampéct [13]. Consequently, they are likely to procate by
being more committed to an organization [13]. Thus likely that the more employees are empowegetieed more
highly they are committed to their organization wsll as to organizational learning process. Psyagiobl
empowerment of clerks is one of the psychologidaracteristics which can help provide such conadio
Empowerment mechanism is a management tool whighatgs on a number of management processes [14].
Recently, a multidimensional concept of empowermieas been considered by experts in which empowermen
is defined as experienced psychological mannerscagdition. This multidimensional definition of emperment
focuses on personal experience [8]. According e thew, “psychological empowerment” includes a guer's
important psychological feelings to his/her workage which can be summarized in five factors; megnin
competency, impact, self-determination and trug}.[1

Organizational Learning

Modern companies operate in a constantly varyirg) lrighly unstable business environment. There ¢srastant
need for them to change and learn at individuabugr organizational and inter-organizational levgls].

Organizational learning is considered to be on¢hef most promising concepts in modern managetialiure.
According to De Genus, "the ability to learn fadtean your competitors might be the only sustaiaaoimpetitive
advantage you have" [16]. Indeed, extensive engliriesearch provided support for the notion thahganies that
manage their organizational learning processeeate also better-off in terms of financial anch+fimancial

results [17, 18, 19].

[20] Emphasizes the importance of organizationatring for organizational performance definingd aprocess
through which managers try to increase organizationembers' capabilities in order to betterd rested and
manage the organization and its environment to pcdecisions that increase organizational perfooeaon a
continuous basis [20].

Psychological Empowerment and Organizational Learmig

Psychological empowerment has a mediating effettdomn the organizational environment (input) anossguent
behaviors (output) [21]. It is likely that the moesnployees perceive an organization as providingticoous
learning opportunities, empowerment, system commecand strategic leadership, the more likely thely be
psychologically attached to their organization [A]research conducted by Khanalizadeh et al. aneongloyees
of Tarbiat Modares University in Iran indicates &osg correlation between organizational learningl a
empowerment [21].

To the realization of the relationship between Rslmgical Empowerment and Organizational Learnitig
researcher intends to predict organizational learmf personnel from karaj Province Department dii&tion
Organization Karaj Province on the basis of psyesgigial empowerment factors through regression aisaly

It should be noted that few researches have beeducted to investigate the relationships amongvtir@bles of
this research. Therefore, conducting a researchhisf nature in karaj Province Department of Edurati
Organization Karaj Province can be regarded asnapoitant step toward unveiling the relationship ago
psychological empowerment factors and organizatieaaning.

MATERIALS AND METHODS

According to the purpose, this study is in the gatg of applied research and according to the datkection
procedure is in the category of descriptive redeand correlation.
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Population and sample

The population of this study includes all the cterf karaj Province Department of Education Orgafian
Experts karaj Province. The sample of this studysexis of 150 clerks who have been chosen throagtom
cluster sampling.

Data collection instruments

For collecting data, a self-report questionnaireofanizational learning, composed of 65 items 28] pnd also
[23] 18-item questionnaire of psychological empawent with factors including "meaningfulness”, "qmetency",

"impact”, "self-determining" and "trust" werased . In order to determine the validity of theestionnaire,
Cronbach's alpha was used. The Cronbach's alpharfamizational learning, and psychological empoment

factors were 0.71 and 0.73 respectively. It shddchoted that the reliability of the questionnaissch are used
in this research have been approved by the respastperts.

RESULTS

Correlation coefficients, mean of the variableshaf study are illustrated in the following table.

Table 1. Correlation, Mean

Variable 1 2 3 4 5 6
- Self —efficacy 1 - - -
- Meaningfulness 421 1 - - - -
- Trust 323 | 214 1 - - -
- Impact 524 | 221 | 314 1 - -
- Self-determination | .315 [ 412" | .327" | .368" 1 -
- organization 548 | 425 | 264" | 514" | 457 1
Mean 4.44 4,12 3.45 3.74 2.84 3.12

"P<005 T P<QO01

As can be seen in the table above, among psychalogimpowerment factors, self-efficacy (0.548), atip
(0.514), self-determination (0.457), meaningfuln@s425) and trust (0.264) have the highest ane&vworrelation
with entrepreneurship respectively. Table of regjmsanalysis for predicting organizational leaghon the basis
of psychological empowerment factors along withessary explanations follow.

Table 2: Multiple regression summary

Predictor variable R R | Adjusted R squarg  Std error the estimate Sig
Psychological Empowerment 0.49 0.51 0.44 2.27 | 23.21000

As it is shown in the table above, the amount @faaizational learning variance by psychological emgrment
factors is 0.51 which is meaningful at the levél01L with respect to F=23.21. Therefore the reselypbthesis on
the relationship between psychological empowerniactors and organizational learning is confirmed dnis
concluded that psychological empowerment factogsadte to predict organizational learning. Sinaedbserved F
and the equation of predicting organizational leagrmre meaningful, the table for multiple regreasifollows.

Table 3: Multiple regression Coefficients

Variable B Std Error] B T Sig
- Constant 1.009 1.37 - 0.73 | 0.51
- Self-efficacy 0.46 0.12 0.2¢ | 2.77 | 0.CO

-Self-determination| 0.22 0.07 021 3.12 0.p0
- Meaningfulness 0.13 0.05 0.17 2.66 0,0
- Impact 0.13 0.05 0.18 2.3 0.00
- Trust 0.04 0.06 0.0 090 0.44

As the table above indicates, the amount of obthinfor self-efficacy is 0.31 which is meaningful witbspect to
t=2.77 which means that with one unit of increaseeélf-efficacy, organizational learning is increddy 0.29 The
amount of obtainef for self-determination 0.21 which is meaningfutwiespect to t=3.41 which means that with
one unit of increase in self-determination, orgatianal learning is increased by 0.22 The amoumtdéined3 for
meaningfulness is 0.17 which is meaningful withpesg to t=2.66 which means that with one unit afréase in
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meaningfulness, organizational learning is incrddse0.19. The amount of obtain@dor impact is 0.18vhichh
is meaningful with respect to t=2.32 which mearat thith one unit of increase in impact, organizasidearning is
increased by 0.21. The amount of obtaifiddr trust is 0.04 which is meaningful with resp&zt=0.9 which is not
statistically meaningful. Finally, it is observeuat among psychological empowerment factors, Sétfaey, self-
determination, impact and meaningfulness have apelaility of predicting organizational learningpestively.

DISCUSSION

The results of the research indicated that thera ositive relationship between psychological engronent
factors and organizational learning, and psychalgtmpowerment factors can predict organizatiteeiing. It
means by investment in psychological empowermentaveexpect that organizational learning in the gamy to
be increased.

Multiple regression analysis indicated that there imeaningful relationship between psychologicgh@verment
factors and organizational learning among the slavk karaj Province Department of Education Orgaiin
Experts Karaj Province. It is observed that amormsychological empowerment factors, self-efficacy and
meaningfulness represent the highest and the loamsiunt of organizational learning variance redpelist
The results also showed that psychological empowetifactors simultaneously predict organizatioealrhing.
Multiple regression analysis indicated that obtdifiefor “trust” is not meaningful due to being oventegal with
other psychological empowerment factors. The resuiitthis research are in line with researches woted both
inside and outside Iran. In this regard, [21]. tadés a strong correlation between organizatiosaining and
psychological culture positively and significantyfected the level of employees’ organizational oatment.
Additionally, the moderation effects of organizati learning culture were found to be significadi. [[24]
Indicates that organizational learning has positarel important effects on intellectual capital. nfitans by
investment in education and learning for each efitidividuals, groups and organizations we can exfiat the
intellectual capital of the company including huntapital, structural capital and relational capitabeincreasel
[21].

Considering the meaningfulness role of self-efficat organizational learning, self-efficacy sholld enhanced
through assigning tasks on the basis of expertideahility, emphasizing skills, supporting emotitypand socially

and motivating and appreciating the clerks. onliasis of the findings of the research, and the mgéuriness of
the relationship between self-determination and mmggulness with organizational learning in karap¥nce

Department of Education organization Experts kBrayvince, some strategies must be worked out ierdiat the

clerks to feel independent in what they do and dpetapable of penetrating into strategic, institudio or

operational consequences in their field of work. tAsthe role of “trust* in predicting organizatidniaarning,

although this contribution did not turn out to beamingful by simultaneous entry of variables itite equation of
regression, the results of correlation analysigegfression indicated that this factor plays a fialeéncreasing
organizational learning. Therefore, managers asemenended to strengthen this feeling among thaff sb that

their staffs are certain that they will be treafedly and in the same manner, and even holdingiteolinate

status, the final result of their work will be jie®t, not damage and loss. Finally the results dfipte regression
analysis indicated that “self-efficacy” not onlyshilne capacity of predicting organizational leagriut also holds a
greater share than other psychological empowerrzbrs. Consequently, high officials and policyraeskin

karaj Province Department of Education organizati@maj Province are advised to match the job respénts

and roles of the clerks in their office, with th@ersonal values and beliefs. This makes it cleat under any
circumstances, personal values and beliefs haweityriover other factors for the karaj Province Bement of

Education organization Karaj Province clerks.

It is recommended that interested researchers tigags the relationship between psychological engponent
factors and job satisfaction, organizational commaitt, group effectiveness, leadership styles ahératelated
variables.
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