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Abstract

Learning organisations are always seen to be adjustable in
its behaviour so that it promotes new knowledge and ideas.
According to job characteristic theory, when the staff feel
that their job is valuable and see the feedback of their
performance, they would obtain enough motivation for
doing their tasks more perfectly. The main aim of the
present research is to study the relationship between job
characteristic model adopted in a learning organisation
where 147 staff were selected as a subject by using random
sampling and Cochran's formula. A set of questionnaire was
distributed to collect research data. Statistical software
SPSS 16.00 was used to analyse the obtained data from
descriptive - inferential statistical methods. The results
showed that there is a positive and significant relationship
between job characteristic and learning organisation at the
significant level of 95% which strengthened the main
hypothesis of the research. Further, there a positive and
significant relationship between all aspects of job
characteristic and learning organization is also witnessed.
The positive and significant relationship between adjusting
variables; level of education, type of job and main variables
are also a part of our finding. There is no significant
relationship between gender, job record and othervariables
revealed.

Introduction:

For any organisation, increasing environmental
confidences need vast and comprehensive knowledge
about environmental factors, which the organisations can
adapttoenvironmental changes (Goh,1998).

Thus to know the importance and significance of
study the relationships between job characteristics and
learning organisation, many studies and researches have
been conducted including few studies conducted inside
the countryin thisfield (Khashoee, 2003). As per Mozafari
etal., 2016, there is a positive and significant relationship
exist between job satisfaction, job characteristics and
leadership scores of staff, including a positive and
significant relationship between job satisfaction,
receiving salary structure and advantages with improving
opportunities. Nevertheless, no significant relationship
between physical job conditions and job satisfaction was
revealed (Khashoee, 2003). Jamshdian & Takht-Tavoosi

(2004) reported a significant correlation between main
aspects of staff jobs (including; skill variety, task identity,
independence, task importance and job feedback) with its
resulted in mental and emotional conditions (including;
job concept, responsibility toward results of job
awareness). Rahimi (2005) reported a direct and
significant relationship between potential job motivation
and job satisfaction, knowledge variety and job skill, job
identity and job importance, job independence, job
feedback and job satisfaction. Further, Davis (2005) a
significant relationship between financial performance
and knowledge of the organisation and between returned
invested amount and learning organisation. Reports also
available which reveal that the rate of interestand income
of company owners increase by considering an
organisation as learning organization (Azeem, 2010).
Birdthistle & Fleming (2005) reported a significant
difference between the size of family commercial
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organisations in creating continuous learning
opportunities at individual level, while there was no
significant difference between the groups and discussion
aspect about learning while conducting the study in
Ireland. Also, there was no significant difference between
the groups and team learning and cooperation. (Voon et
al., 20m).

By keeping in mind the above all results the present
research was an attempt to study the different aspects of
job characteristics model and learning organisation
model at ceramic and tile Golchin company and the
relationship between two mentioned models.

Methodology:

Present research is of a descriptive- survey type where a
statistical community which includes all the staff
members of Golchinceramic and tile company of Maybod
city at the year 2015. Among 597 people total 147 staff were
selected as subjects by using random sampling
method.The main aim of this research was to study the
relationship between job characteristics and learning
organisation at Golchinceramic and tile company of
Maybod city. Following the main research hypothesis, we
tried to confirm whether any significant relationship
exists between these two variables which have been tried
to confirmon the basis of the conceptual developed model
and othersecondary hypotheses.

Learning organization Job characteristics
. . _‘ . . .
Learning dynamism Dt Diversity of skills
Org.ar.lizational evolution Varib{)es Identity
Individuals empowerment Importance
Knowledge management  Gender, age, education Independence
Technology application degree, type of job Feedback

Figure-1: Research conceptual model

Resultsand Discussion:

In this study, 12.5% of respondents were women whereas
78.5% were men. Other demographic information are in
table-1.

Aspertheresultsof descriptive statistics, the means of
different dimensions of job characteristics are 2.69o01,
2.8457, 2.9824, 2.7676 and 2.6797 for skill variety, job
identity, job importance, independence and feedback,
respectively. The results of the mean for aspects of job
characteristics show the highest mean belongs to job
importance. Thus, it could be said that jobs are important
for staff and they need different skills for doing their tasks.
But, feedback aspect revealed lowest mean which shows
that the feedback and evaluating systems did not evaluate
the performance of staffregularlyand actively (table 2).
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Table-1: The frequency of independent variables of
statistical community of the study.

Sum Relative Absolute Situation
frequency frequency

100% 12.50% 16 Female Gender
87.50% 112 Male

100% 10.90% 14 Diploma Education
22.70% 29 Associate degree level
53.10% 67 BA
13.30% 17 MA

100% 19-May 25 Less than 5 years Job record
20-Mar 26 Between 6-11 yrs.
14-Jan 81 Between 11-15 yrs.
17-Feb 22 Between 16-20 yrs.
17-Feb 22 Between 21-25 yrs.
u-Jul 15 Between 26-30 years

100% 53.90% 69 Technical/operation Type of
15.60% 20 Services job
20.30% 26 Financial/

administrative

10.20% 13 Army staff

Table 2.The scores of learning organization and job
characteristics and their spectra for the sample

Standard Mean Maxi. Min. Num. Spectrum

deviation

68358/0 6840/2 33/4 1 128  Learning dynamism

69332/0 7703/2 4-Mar 1-Mar 128  Organizational
evolution

75525/0 8563/2 5 1 128  Individuals
empowerment

65987/0 6781/2 4-Aug 1-Feb 128  Knowledge
management

66952/0 6023/2 4-May 1 128  Using technology

60621/0 7185/2 29/4 1 128  Learning
organization

5173/0 6901/2 4 17/1 128  Diversity of skills

61086/0 8457/2 1 75/4 128  Jobidentity

53718/0  9824/2 1-May 25/4 128  Jobimportance

6028/0  7676/2 1 4 128  Independence

62107/0 6797/2 1 4-Apr 128  Feedback

3963/0  7792/2 1-Mar 78/3 128  Job characteristics

As we mentioned, the main hypothesis in the present
studystates there issignificantrelationship exist between
job characteristics and learning organization. Thus, the
result revealed that Pearson's correlation coefficient
(PCC) is equal to 0.432 for these two variables and
hypothesis is confirmed at confidence level of 99%
(Table-3a).Thus, the job characteristics model is
considered asvariable to guide thisorganization (Maybod
ceramic and tile company) toward learning organization.
As a result, we can have learning organisation by
establishing job characteristics in ceramic and tile
company, redesignjobsand creating motivational jobs.

PCC is equal to 0.342 for two variables; diversity of
skillsand learning organisation. Thus, the first secondary
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hypothesis is confirmed (Table-3b). The diversity of skills
means using knowledge and differentskills for doing tasks.
When individuals have high motivation for doing their
tasks, they try to use different technologies to reach
learning organisation and improve organisational
processes. If increasing staffs' skills be an element of
organisation's strategy in ceramic and tile company, since
human resource includes experts who received
information, it is valuable knowledge for personal and
organisational applications. It causes that individual can
obtain enough resources for doing their tasks and effective
using of resources. Thus, continuous learning, using
different technologies for improving organisational
processeswill beled toalearning organisation.

PCCisequal to 0.213 for two variables; job identity and
learning organisation in Golchin ceramicand tile company
of Maybod (Table-3¢). Thus, the second secondary
hypothesis is confirmed. Job identity can guide the
organization toward learning organisation through
resulted advantages from doing tasks by staff, completely.
Identity means doing a task by staff, completely. When
staff dotheirtasksatthe mentioned company, completely.

PCCisequal to 0.249 for two variables; job importance
and learning organisation (Table-3d). Thus, the third
secondary hypothesis of this research is confirmed. It
means that job designing and being an important job in
view of staff and people outside of the organization would
beled toincreasinginternal job motivation.

PCC is equal to o0.225 for two variables; job
independence and learning organisation (Table-3e). Thus,
the fourth secondary hypothesis is confirmed. Job
independence means freedom in doing tasks. Regarding
that independence, aspect leads to responsibility as
mental result of doing tasks. Thus, itis necessary to learnat
the organisation. Staff are responsible for their learning
and others. They found a relationship between their
responsibilities and organisation, s goals as a whole and
they try to have learning organization. Thus,
reinforcement of this aspect can change the organization
and guide ittoward learning organisation.

PCC is equal to 0.378 for two variables; feedback and
learning organisation (Table-3f). Thus, the fifth
secondary hypothesis of this research is confirmed.
Feedback and evaluating systems at mentioned company
evaluateand control staffand their performance, actively.

Table-3a to f: Results of Pearsons’ correlation coefficient Tests

Table Index

Number Significant Correlation

variables level coefficient
3a  Jobcharacteristics & 128 <0.000 0.432
learning organization
3b  Diversity of skills & 128 <0.000 0.342

learning organization

3¢ Jobidentity & 128 <0.016 0.213
learning organization

3d  Jobimportance & 128 <0.000 0.249
learning organization

3e Jobindependence & 128 <0.005 0.225
learning organization

3f  Job feedback & 128 <0.000 0.378

learning organization

In this study, we studied the relationship between
mentioned demographical characteristics, job characteristics
and learning organisation separately to verify the hypothesis
which reveals there is a significant relationship between job
characteristicsand demographical characteristics of the studied
individuals (including; gender, education level, job record).
Finally, we found that there is no significant difference between
menand women'sviewand genderdoes noteffecton creatingjob
characteristics and learning organisation. Another result of this
research revealed that the individuals with different education
levels had different meanvalues forthe learning organisation.
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