Available online at www.scholarsresearchlibrary.com

5 Sports .

S 40
/-\\ Pl
. S :;
Scholars Research Scholars Research Library = <
< ]
European Journal of Sports and Exercise Science, 28, 2 (1):12-16 ?,oﬂ » 4
\ (http://scholarsresear chlibrary.comvarchive.html) @, ‘i P
Library

ISSN: 2278 — 005X

Relationship between organizational culture and orgnizational learning among employees
in physical education organizations

Aida Azadi,* Maryam Eslami Farsani? Rezvan Mirsafaei Rizi?> Shahram Aroufzad'

'Department of Sport Management, |slamic Azad University, Mobarake Branch, Iran.

“Department of Sport Management, |slamic Azad University, Mobarake Branch, Iran.

Department of Sport Management, |slamic Azad University, Khorasgan Branch, Iran.
“|sfahan Farhangian University, Iran

ABSTRACT

The purpose of this study was to examine the relationship between organizational culture and organizational
learning among woman employees in physical education organizationsin Isfahan. For reach thisaim, a total of 125
employeesin physical education organization from Isfahan participated in this study. To data collection, all subjects
filled in Organizational Culture questionnaire (OCQ) and Organizational Learning Questionnaire (OLQ). Results
showed that the positive and significant correlations between overall organizational culture and overall
organizational learning and its sub-scales at the level of P<0.05. Furthermore, the positive correlations between
organizational culture sub-scales with organizational learning sub-scales (including emotional commitment,
continuous commitment and normative commitment) was significant at the level of P<0.05. Based on these results

we concluded that the organizational culture and organizational learning are the main elements for promoting an
innovative work environment and organi zation.
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INTRODUCTION

Organizations are operating in an environment ofigexity and uncertainty where the only constarthiange. The
environment is characterized by changes in worlkf@@mpetency, high customer expectation, greatapettive
pressures, technological advancements and globahz4].

Meek (1988) argued that the concept of culture riganizations has been borrowed mostly from antHompyo

although some sociologists have also been inflakf]. In anthropology culture has been definedniany ways
but it broadly refers to the behavioral patterret ttifferentiate one group or category of peopterfranother [3].

Similarly, Meek (1988) identified that culture isade up of or includes symbols, myth, ideationaltesys
(ideology), and ritual [2]. Trice and Beyer (198éfognized that many authors have used differemtit@logies to

conceptualize organizational culture, which hasttedverlap and confusion. Each organization raswin distinct

rites and ceremonials and hence a unique cultuiehwdrives the organization and its action and gsibdow the
members think, act and feel [4]. Organizationaltun@ (OC) has also been expressed as a group’'stoeer
communication rules [5]. She identifies that a grswoperative communication rules is a more aceura@presenta-
tion of culture than the formally sanctioned rudspoused by top management [5].
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Organizational culture is the most significant ihpa effective knowledge management (KM) and orgatidnal

learning (OL) because corporate culture determiadaes, beliefs, and work systems that could eragmiror
impede both learning (knowledge creation) and keodgk sharing [6-9]. Organizational culture (OC) affect OL

and organization’s capabilities and can guide ithhange and innovate [10]. Learning through indiald and the
organization will lead to organizational innovati@l), especially in knowledge-intensive industrji¢s].

Historically, there are numberless definitions abanganizational culture, which is defined in matifferent ways
in the literature [12]. Perhaps the most commontpwn definition is “the way we do things around éner
Organizational culture is manifested in the typidadracteristics of the organization, in other vepmrganizational
culture should be regarded as the right way in whhkings are done or problems should be understodte
organization. It is widely accepted that organiaadi culture is defined as the deeply rooted vahresbeliefs that
are shared by personnel in an organization [11-@8ponna (1992) declaring that organizational caKuare the
outcomes of the interweaving of an individual imt@ommunity and the collective programming of thied that
distinguishes members ... it is the values, normisefseand customs that an individual holds in commgth other
members of a social unit or group [13]. Anothemagn from Bro Uttal (1983) who regarded organizattulture as
a system of shared values (what is important) atiefs (how things work) that interact with a compa people,
organization structures, and control systems talyce behavioral norms (the way we do things archere) [14].
In another perspective, culture may be considesetb@ftware’ within an organization, since it ioofsvare’, so,
managers are supposed to study carefully and tiimdohow does each element of ‘software’ workstloa basis of
‘hardware’ (simply regarding an organization asparating hardware) [12-14].

Generally speaking, organization culture is the theory” of important values, beliefs, and undanslings that
members share in common, culture provides betteth@ best) ways of thinking, feeling and reactihgt could
help managers to make decision and arrange ae$iwiti organization [12]. A successful organizastiould have
strong cultures that can attract, hold, and revmaople for performing roles and achieving goalserghs strong
cultures are usually characterized by dedicatiah @roperation in the service of common values.Hsay much
does an employee involve for an organization dt thest should be recognized clearly [14]. Orgatitreal learning
is the process by which an organization gains neswkedge about its environment, goals, and prosesserbert
Simon (1997) posits three ways in which organizegitearn: (1) individuals within the organizati@atn some new
fact or procedure, (2) the organization ingestsidets with knowledge not already in the organamatiand (3) the
organization incorporates new knowledge into itkesfiand computer systems. As broader organizations,
governments and policy-making communities alsongab]. Unfortunately, both the definition and usfethe term
organizational learning are still associated witimsiderable confusion [12]. The organizational hézg field has
the problem of trying to unify different theoretiggproaches while at the same time valuing therdity that has
evolved since its early start. In this article, ivas conceptual frameworks are analyzed based enntajor
divergences of opinion among the scholars in tet fiwithin the first part of the paper, the fooudl be on
different aspects of organizational learning wliiile second part centers on knowledge managemerfadhitation
of organizational learning. Scholars have frequeatisociated the facilitation of organizationalriéag with the
learning organization [12-15].

Schein (1996) suggested that OL failures may besazhlby lack of communication among the organiz&ion
different cultures [16]. OC could serve as a stathdaf cognitions or interpretations and so wouléeef the
effectiveness of OL and behavior [17]. Accordingkigulanga et al. (2001), OL acts as a catalysirfgrslementing
an OL culture and the learning culture systemdyidaiproves OL [18]. OC can be seen as a knowladgesitory
with the capabilities for storing and processinipimation, whereas OL plays an important part isugimg that the
knowledge repository is continually replenished amtated to enable efficient responses to changeitsi
competitive environment [19]. Brian and Pattaray2003) suggested that OC is positively related to[ZD]. To
analyze how the OC impacts KM, OL, and businesfopaance, Susana, Jose” and Camilo (2004) argusd th
collaborative culture influences OL, which in tunfluence business performance [21]. In additiore@iewicz
and Brown (2009) found that OC has a positive ¢fbecOL [22]. However, a few articles, no differeppes of OC
been investigated on this relationships. Basedhese results and literature, the purpose of tlieareh was to
investigate the relationship between organizationélire and organizational learning among emplsyeehysical
education organizations from Isfahan.
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MATERIALS AND METHODS

This study was the correlation study decision. iBipeints were included 125 employees in physicalcation
organizations in Isfahan and their ages ranged £&m5 years-old.

Instruments and Questionnaires

To data collection, all subject filled in Organipetal Culture questionnaire (OCQ) and Organizatidrearning
Questionnaire (OLQ). The Organizational Culture sfieenaire (OCQ) was used to determined organizatio
culture in participants. The Organizational Cultgrestionnaire consists in Involvement, ConsisteAckaptability
and Mission in 5-point Likert scale. Also, the Ongational Learning Questionnaire (OLQ) asks akimyact of
various elements of organizational learning processl innovations on organizational performance. The
guestionnaire itself has three main parts. The fiest assesses various elements of organizatieaaling process

in organization. The second part addresses the issunnovativeness. The third part aims to aspes®rmance of
organization. This questionnaire consist 85 quastim 5-point Likert scale. Also, reliability quastnaire with
Cronbach's alpha for organizational culture andapizational commitment were obtained 0.91 and 0.87,
respectively. The collected data was analyzed bscrifgive (mean and standard deviation) and inteakn
(Pearson's correlation test and Cronbach'’s alghagtical tests at the P<0.05 significant levelhwsPSS Version
15.

RESULTS

Table 1 shows the means (M) and standard devia{idD3 of organizational culture and organizatiolesrning
sub-scales among employees in physical educatganarations.

Tablel. Means and Standard Deviations variables uden this research

Variable: Mean (M | Standard Deviation (Sl
Overall organizational culture 220.5 35
Involvement 43.5 2.5
Consistency 55.9 2.1
Adaptability 56.6 2.4
Mission 65.5 2.5
Overall Organizational Learni 271t 4.5
Elements Of Organizational Learning 124.5 24
Issue Of Innovativeness 75.3 2.8
Performance Of Organization 715 2.6

In addition, the matrix correlation among all vaiies that used in this research presented in fabiResults showed
that the correlation between overall organizatiangdure with overall organizational learning atglsub-scales was
significant at the level of P<0.05. Furthermoree ttorrelation between organizational culture siddesc with
overall organizational learning and its sub-scalas significant at the level of P<0.05.

Table 2. Matrix correlation between organizationalculture and organizational learning variables

Variables Overall Organizational Elements of OL Issue of Performance of
Leaning (OL) Innovativenessg Organization
Overall organizational culture (OQ) 0.92* 0.89* 8 0.83*
Involvement 0.90* 0.68* 0.89* 0.76*
Consistency 0.89* 0.70* 0.72* 0.84*
Adaptability 0.87* 0.72* 0.65* 0.89*
Mission 0.91* 0.79* 0.71* 0.86*

* Jgnificant at the level of P<0.05
CONCLUSION

The concept of learning originated in psychologyl dacused on learning at the individual level. Bebeal

psychologists defined learning as the acquisitiochains of reactions which persist over time legdio behavioral
change. Thus, changes in behavior are a resuifpefated experience. This perspective of learniegriserned with
observable behavior, and neglects the cognitivegeses of individuals [23]. Based on these docwsnent results
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showed that the significant and positive corretadiobetween overall organizational culture with aller
organizational learning and its sub-scales. Alke, fositive correlations between organizationalucalsub scales
and overall organizational learning and its subescavere significant (see table 2). Thus, the gtiterof the
correlations obtained in the present research stgigbat the organizational leaning and its sulleschave a
significant role in organizational culture. Thessults are consistence with previous researchsigid.

Sathe (1983, 1985) stated that he culture of amrozgtion influences every aspect of organizatidifel and
behavior as it affects the five basic processesroforganization: communication, cooperation, commaitt,
decision making, and implementation, but the memsldrthe organization may not be aware of theseesha
assumptions that guide thought and action as theytaken for granted. The pervasiveness of cultae be
understood from two of its major elements: the rgjte of the culture that determines the efficierafyan
organization and the content of culture that deiteem effectiveness because content determinesitéetidn in
which culture influences behavior [24-25].

Considering these differing views, organizationdiure has been defined in various ways in theditee. Deal and
Kennedy (1982) have defined organizational culagehe way things are done in an organization afet to both
the formal and informal ways of getting things dd@6]. Schall (1983) has defined it as a symbolistam of
values, beliefs and assumptions that are interdkperand relatively enduring, which evolve as memslateract
with one another and are imperfectly shared by mipgdional members. These values, beliefs and gums
allow members to explain, coordinate, and evalbatgvior and enable them to respond to stimuli emisred in
the organizational context [27]. Schein (1992) wedi organizational culture as a pattern of bassuraptions-
invented, discovered or developed by a given gamifi learns to cope with its problems of exteaddptation and
internal integration [16]. Organizational culturashan impact on the performance of an organizdtidrthere are
differing views in the literature regarding theatbnship between organizational culture and théopmance of the
organization. Culture of the organization can benimalated by management so that a system of styerejt],
shared values and beliefs prevails in the orgaibizand these values and norms are internalizétidoynembers so
that they identify with the organization and seeirttown interest as congruent with it. On the othand,
organizational learning achieved prominence amatigsitdeas influencing management studies. Instéémtusing
on change in behavior, cognitive psychologists $eclion change in the state of knowledge which esetie
potential for changing behavior [20-25]. This agmb centers on changes in potential behaviorsrandderlying
cognitive structures. If this approach is adoptédhe individual level, the learning potential isfunction of
individual insight and cognitive abilities, as wal intelligence and experience. Organizationaldesaand theorists
increasingly view learning as a key element in tigyeg and maintaining competitive advantage [28-31
Although organizational learning has been stud@diecades, a new emphasis on learning has arnisetodapid
changes in the business climate, including uncertaiarket conditions, increasing complexity, chaggin
demographics, and global competition [28]. The vibat learning increases competitive advantagestiamilated
interest in developing organizations that fosted gmomote learning. Learning organizations are giexi to
increase competitiveness through generative legrthiat is forward looking and reduces the majorckkoof
change, through close relationships with custoraatsother key constituents that allow for mutuglisitinent, and
through the ability to quickly reconfigure and teahte resources based on environmental change [32]

Generally, Organizational culture and organizatid@arning are the collective behavior of humaret #re parts of
an organization and the meanings that the peofdehato their actions. Culture includes the orgatiin values,
visions, norms, working language, systems, symHbuiiefs and habits. It is also the pattern of soolective

behaviors and assumptions that are taught to nganational members as a way of perceiving, art ¢hinking

and feeling. In-concussion this research reveated the positive and meaningful correlations betweegerall

organizational culture and its sub-scales with aNesrganizational learning and its sub-scales.eflasn these
results, we can state that in any organizationotfganizational culture and organizational learnamg important
variables in employees. Also, based on previousarehes, these variables are correlated with palisptraits and
organizational commitment and we suggested thiattime researches to be considered these personatinble.
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