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Abstract 

The present study aims to investigate the effect of learning organization on 

organization readiness for change, with moderating role of organizational commitment. The 

method used in this study, was applied survey in terms of objectives and descriptive nature. All 

164 employees of Social Security Organization of Khorramabad city with at least an associate 

degree (Diploma) served as the population of the study. The target sample of 115 individuals 

were selected using Cochran formula of sample size determination. To select the sample, simple 

random sampling method was used. To collect data, three standard questionnaires were 

used:learning organization by Pham and Swierczek (2006), Organizational Commitment by 

Meyer and Allen (1997), and organization readiness for change by Silberman (2003). To 

determine the reliability of the questionnaires, Gronbach´salpha coefficients were calculated as 

follows: learning Organization (0.895), Organizational Commitment (0.927), and organization 

readiness for change (0.811) and the reliability of the questionnaires was approved. Path analysis 

test using Smart PLS statistical software was conducted in order to analyze the data. The results 

showed that learning organization has a direct and positive effect on organization readiness  for 

change on path coefficient of P= (0.506) and error level of 0.1 % . Organizational commitment 

moderates the effect of learning organization on Social Security organization readiness for 

change positively P= (0.203). 

Keywords: Learning organization, Organizational commitment, Organization readiness for 

change. 
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Introduction 

Many organizations are faced with the need to change. Governmental, non-governmental, profit, 

and non-profit organizations are all faced with drastic changes that their various stakeholders 

expect them. Organizations create changes in order to achieve three potential benefits: to develop 

organizational competencies, to create a joyful and creative work place to attract and keep the 

best people, and to survive the organization. In most organizations, all of them are desired. Since 

modern organizations are facing a growing global market, the need to adapt to a changing 

environment is clear. Development of technology and resources, creates a more uniform and 

equalized base for comparison that makes the organizations seek unique competitive advantages 

through effective employee management. Manager´s awareness of the human values and 

continuous changes for keeping the competitive advantages, make them ask for such changes and 

seek techniques that encourage support and commitment to changes on one hand, and methods of 

reducing the resistance to change on the other hand. Human nature tends to make a habit of 

everything and prefer to fell into the routine of the past ( even if it is proven inefficiency), 

because humans fear the unknown phenomenon and security of the future events, is not 

guaranteed. Organizations Seekingto survive and maintain their market share, should monitor 

environmental changes and provide necessary conditions for change. Researches always 

investigate the factors facilitating the changes and the factors preventing them. One of these 

views focuses on the impact of organizational learning on readiness for change. Organizations 

can always create more dynamic situations towards environmental changes and be more prepared 

for them (Rezaei Abyaneh,1390). 

Today, managers have to use innovation in order to success in this competitive world. Innovation 

can be defined as leaving the traditional management principles, processes, and performance or 

leaving the conventional organizational structures that change the operation method. Changes 

have forced the business leaders to ask for human resource experts and managers help, as the 

professionals of human behaviors and societies, to develop appropriate strategy for new 

conditions among the target population and to ensure the final successful change. They should 

measure employee reaction at each stage and align it with the overall strategy and new desired 

realities. This adaptation opens up the way for prescription of solutions, and manages will know 

how to respond to the employee reactions. Nowadays, changes are the inseparable part of the 
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organizations. Integration, non-essential expands, violation of the law, layoffs, new technology 

and increased competition are samples faced every day. In this difficult time, the manager is 

always under pressure to maintain his performance and the employee may be in a state of 

confusion, resistance, and disappointment. Furthermore, the company loyalty toward the 

employees and continuous job improvement is no longer a reward for performance. Therefore, 

how organization can create a motivated and productive work team. D. Aprix believes that 55% 

percents of organization employee disagree the changes and 85% percents are not prepared to 

committhemselves to use their abilities at workplace while without employee commitment, no 

change happens. Considering the above mentioned material, social security organization is not an 

exception to the rule. Considering the issue encountered in readiness for change domain, we will 

do a field study and try to answer the main question about the effect of learning organization on 

social security organization readiness for change and the moderating role of organizational 

commitment.  

Learning Organization 

Dixon(2011) defines learning organization as an organization that is able to use the amazing 

mental capacity of its members in order to create processes leading to improved performance.  

Peter Senge mentions that learning organization, is an organization that its readiness and learning 

ability is more than other competitors and learns faster ( Najaf Beigi,1384,16). He believes that 

learning organization, is a group that is continually seeking to enhance its capabilities to create 

what they want to rat ( Nejad Irani, 16, 1381). In other words, learning organizations can be 

called knowledge creating organizations, organizations in which creating new knowledge and 

insights, innovations and initiatives is not a professional and dedicated work, but is a kind of 

public behavior that all members of the organization act in that way ( Alwani, 1373, 1). To 

compare learning organizations and non-learning organizations, other management and 

organizational aspects can also be considered. The differences between traditional organizations 

and learning organizations are listed in the following table within five organizational dimensions 

by Fred Lotanz: 
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Table 1: Comparison between learning organization and traditional organization ( Zali, 1376) 

Row Dimensions Traditional Organization Learning Organization 

1 Determining the 

overall direction of 

the organization 

The insights are offered by 

the general manager of the 

organization 

There is a common opinion that 

appears at all organizational levels, 

and general manager, is responsible 

for ensuring its existence and 

development. 

2 Shapingand 

performing the 

ideas 

The organization´s general 

manager decided what is to 

be done and others have a 

duty to fulfill it. 

Shaping and performing the ideas and 

thoughts occur at all organizational 

levels. 

3 Nature of thinking Everyone is responsible for 

his own work 

Employee´s systematic thinking: they 

not only understand the career, but 

also its connection with other jobs in 

the organization 

4 Conflict resolution Conflicts are resolved 

using hierarchical power 

and influence. 

Conflicts are resolved through 

collective learning and integration of 

different ideas across the 

organization. 

5 Leadership and 

Motivation 

The role of leader is 

providing insight, reward, 

punishment and 

supervision 

The leader´s role is to create a 

common insight, empowerment of 

employees, and to fulfill designing, 

teaching and servicing roles. 

 

There are numerous theories and opinions about learning organizations, some of them are 

presented as follows: 

Peddler et al (1991) list eleven specific characteristics of learning organizations as follows: 

1. Learning to strategy approach 

2. Involvement policy 



International journal of advanced scientific and technical research               Issue 5 volume 1, January-February 2015 

Available online on   http://www.rspublication.com/ijst/index.html                                                     ISSN 2249-9954 

R S. Publication, rspublicationhouse@gmail.com Page 412 
 

3. Notifications 

4. Accountability and control 

5. Internal exchanges 

6. Flexibility in reward 

7. Monitoring the environment 

8. Empowered structure 

9. Inter-organizational learning 

10. Learning environment 

11.Self-actualization ( Shoghi, 35, 1386) 

Peter Senge, recognizes the five following principles as requisites of learning organization: 

1. Mastering the personal capabilities 

2. Mental Models 

3. Establishment of a common ideal image  

4. Group learning  

5. Systematic thinking ( Senge, 1385, 14-16). 

Organizational Readiness for change 

At the present time, organizations face increasingly dynamic and changing environmental 

factors. Technology has changed works and organizations. Works, for example, instead of direct 

supervision, are controlled by computers; as a result, the managers΄ control domain has been 

extended and organizations have been wider horizontally. Improved information technology has 

led organizations to a ready mode. Generally, organizational changes occur in two categories: 1. 

Planned changes 2. Unplanned changes. 

Many organizations consider changing process as a random event, but changing is a process that 

is conscious and planned. The purpose of this paper is to provide guidelines for planned changes 

with regard of information technology. These types of changes have two objectives: first, they 

enhance the organization stability to adapt itself to changing environment, second, the seeks to 

change the behavior of employees (Robbins, 1385).  
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Peach et al (2005) define readiness for change as the limit of employee positive attitudes about 

change and the limit to which such a change is likely to have positive results for themselves and 

organization.  

Organizational Commitment 

The concept of organizational commitment was first proposed by Etzion in 1961 which was 

described as the total acceptance of the organization by the employee. He defines three types of 

organizational commitment of the members: 1) commitment combined with alienation feeling 

which means that individual does not feel mental commitment, but is obliged to stay as a 

member of the organization, 2) commitment based on calculating, that is individual´s 

commitment continues until fair payment is provided for his fair work. 3) Moral commitment, 

meaning that the person gives an intrinsic value to the organization´s mission and his job, and 

does his work based on that value.  

The third approach to job attitudes, is organizational commitment, which is the case that an 

specific organization member, introduces himself by his objectives and wishes to remain as the 

member of the organization. The high level of job dependence means that the individual accepts 

a certain job and defines it as his representative, but organizational commitment means the 

person recognizes the organization as his representative. The results of the studies show that 

organizational commitment is used to predict and explain employee behavior ( much more than 

job satisfaction), since it can predict employee absence and displacement well ( Robbins, 1389, 

273). Literal meaning of commitment include: employ a work, take responsibility, keep 

something and covenant. It also means: 

1. Act of committing to a responsibility or a belief  

2. Act of referring or pointing to an matter 

3. Take responsibility to do something in the future. ( Sadeghifar, 1386, 37). 

Commitment in Persian is defined as taking the covenant, and considering the person obliged to 

do something ( Moeen, 1385). There are many definitions of organizational commitment. 

According to Peter et al ( 1974), organizational commitment, is attachment to a particular 

organization determined by following three factors: 
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1. Belief in goals and values of the organization and acceptance of them. 

2. Tendency to extreme effort to achieve the goals of the organization.  

3. Strong desire to join the organization ( Moghimi, 1390, 391).  

Sheldon ( 1971), Kanter ( 1973), and Buchanan ( 1974) have also offered definitions of 

organizational emotional commitment. Steers ( 1970) and Winer ( 1987), have mentioned 

definitions of intellectual commitment, and normative commitment, respectively. Barhim and 

Berman ( 1992) name two types of commitment: active and passive commitment. Balfoor 

and Wechsler ( 1996), in their relatively new classification, mention three types of 

commitment, which includes exchange commitment, simulated commitment, and continuous 

commitment. This definition is followed by simplified definition of scholars such as Becker ( 

1992). He defined organizational commitment as to join the organization and to do the job 

based on the following components: 

1. Obedience and consistency with the organization through reward and punishment 

mechanisms.  

2. Sense of identity or sense of belonging and dependence tendency.  

3. Congruence of individual values with organization goals and values ( Moghimi, 1391).  

The Research Model 

 

  

 

 

 

 

 

Figure 1.1: conceptual model of the study ( Pham and Swierczek, 2006) 
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Research Hypotheses: 

1. Learning organization has an effort on Social Security organization readiness for change. 

2. Organizational commitment has an effect on social security organization readiness for 

change. 

3. Organizational commitment moderates the impact of learning organization on social 

security organization readiness for change. 

Research Methodology 

This is an applied quantitative survey study in terms of research orientation, nature and objective, 

research type, and descriptive method, respectively. Data collection methods of the research 

were library and field methods ( questionnaire). The research population consisted of all 164 

employees of the Social Security organization of Khorramabad city with at least an associate´s 

degree ( Diploma). Cochran formula of sample size determination was used and 115 individuals 

were selected through simple random sampling.  

𝑛 =
Nz2Pq

Nd2 + 𝑧2𝑃𝑞
= 115 

Assumptions: 

Reliability coefficient = % 95    p=q = 0.5    d = 0.01     z = 1.96      N=164 

According to the hypotheses set for the study, three standard questionnaires were used: learning 

organization by Pham and Swierczek ( 2006), organizational commitment by Allen and Meyer ( 

1997), and organization readiness for change by Silberman ( 2003).  

Reliability and Validity of the Questionnaire 

Face validity was used to determine the validity of the questionnaire. For this purpose, the 

questionnaire was designed according to previous questionnaire of the field and the supervisor 

and counselor´s ideas were also used. Cronbach´s alpha was used to determine the reliability. To 

do this, initial samples of 30 questionnaires were prepared prior to the test. The obtained 

coefficients shown in the following table represent the sufficient reliability and validity of the 

questionnaire.  
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Table 1: Reliability of the questionnaire 

Cronbach´s alpha coefficient Number of items Components 

0.895 12 Learning organization 

0.927 24 Organizational commitment 

0.811 10 Organization readiness for change 

 

Data Analysis and Hypotheses Testing 

Since the present study aims to investigate the effects of latent variables, the structural equation 

technique (SEM) was used to analyze the data. 

The Model Output at Significant Mode: 

The figure below shows the significant paths in the path analysis model. Decision can be made 

about paths coefficients significance based on t-value at significant mode, and at a confidence 

level of 95 %. If the t-value is greater than 1.96, the path is meaningful, otherwise it is not (Azar 

et al, 1391). 

 

Figure 1: Initial model outputs at significant mode 

Organizational commitment 

Readiness for change Learning organization 
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Model Output at Standard Mode 

The model outputs mapped by Smart PLS softwareare shown here. The following output 

includes PLS algorithm where the path coefficients are presented. Numbers on the path between 

the structures are called path coefficients. These numbers represent standardized beta in 

regression or correlation coefficients of the two structures. The number inside the circle also 

represents the determination coefficient (𝑟2) of the main structure and its value always change 

between zero and one. The larger the determination coefficient, the better the regression line can 

relate the changes of the dependant variable to the independent variable ( Azar et al, 1391).  

 

Figure2. Initial model output at Standard Mode 

 

Organizational commitment 

Readiness for change Learning organization 
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Research Hypotheses Analysis 

First hypothesis: 

Ho: Learning organization has no effect on social security organization readiness for change. 

H1:Learning organization has an effect on social security organization readiness for change.  

Table2. Paths summary, (t) statistics, standard coefficient (p) of the first hypothesis 

Based on the path analysis model in standard coefficient mode, and model significance, and 

since the t-value is greater than 2.576 on the two structures path ( t = 7.976), it can be stated that 

learning organization has an effete on social security organization readiness for change at 

confidence level of 99% and error level of 0.01. The observed path coefficient value P = ( 0.506) 

indicates that learning organization has a direct and positive impact on social security 

organization readiness for change. This means that if all other effective factors are constant in 

organization, with one unit increase in the independent variable ( learning organization), the 

increase of the dependent variable ( social security organization readiness for change) will be 

0.506.  

Second Hypothesis: 

H0:Organizational commitment has no effect on social security organization readiness for 

change. 

H1:Organizational commitment has an effect on social security organization readiness for 

change. 

 

Path 

 

t-statistics Path 

coefficient 
Path significance/non-significance 

Learning 

organization→organization 

readiness for change 

 

7.976 0.506 Significant ( direct and positive) 
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Table 3:Paths summary, (t) statistics, standard coefficient (p) of the Second hypothesis 

Path 

 

t-statistics Path 

coefficient 
Path significance/non-significance 

Organization commitment 

→organization readiness 

for change 

 

8.304 0.555 Significant ( direct and positive) 

Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is greater than 2.576 on the path of organizational commitment to organization 

readiness for change ( t = 8.304), it can be stated that organizational commitment has an effect 

on social security organization readiness for change at confidence level of 99 % and error level 

of 0.01. The obtained path coefficient value P = (0.555) indicates that organizational 

commitment has a direct and positive effect on social security organization readiness for change. 

This means that if all other effective factors are constant in organization, with one unit increase 

in the independent variable, organizational commitment, the increase of the dependant variable, 

social security organization readiness for change will be 0.555. 

Third Hypothesis: 

H0:Organizational commitment does not moderate the effect of learning organization on social 

security organization readiness for change. 

H1:Organizational commitment moderates the effect of learning organization on social security 

organization readiness for change. 

Table4. Paths summary, t-statistics, standard coefficient (p) of the third hypothesis 

Path 

 

t-statistics 
Path coefficient Path significance/non-significance 

Learning 

organization→organizat

ional 

commitment→organizat

ional readiness for 

change 

 

 

7976 
0.506 Significant ( direct and positive) 
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Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is greater than 2.576 on the path of organizational commitment, learning organization 

and social security organization readiness for change, it can be said that organizational 

commitment moderates the effect of learning organization on social security organization 

readiness for change at confidence level of 99 % and error level of 0.01. The obtained path 

coefficient value P = (0.203) indicates that organizational commitment moderates the effect of 

learning organization on Social Security organization readiness for change positively as 0.203 

unit.  

Conclusion 

First Hypothesis Conclusion: learning organization has a direct and positive effect on social 

security organization readiness for change. 

Based on the path analysis model in standard coefficient mode, and model significance and since 

the t-value is greater than 2.576 on the two structures (t= 7.976), it can be stated learning 

organization has an effect on social security organization readiness for change. The obtained path 

coefficient, indicates that learning organization has a direct and positive effect on social security 

organization readiness for change. That is, if all other effective factors are constant in the 

organization, with one unit increase in the independent variable (learning organization), the 

increase in the dependent variable (social security organization readiness for change) will be 

0.506. The findings of the research are in line with those of change and others (2011), legzian 

and Malekzadeh (1390), and Rzaei Abyaneh ( 1390).  

Second Hypothesis Conclusion: organizational commitment has a direct and positive effect on 

social security organization readiness for change. 

Based on path analysis model on standard coefficient mode, and model significance, and since 

the t-value is greater than 2.576 on the path of organizational commitment on organization 

readiness for change (t = 8.304), it can be stated that organizational commitment has an effect on 

social security organization readiness for changing the employee. According to the obtained path 

coefficient, organizational commitment has a direct and positive effect on social security 

organization readiness for change. This means that if all other effective factors are constant in the 

organization, with one unit increase in the independent variable (organizational commitment), 
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the increase in the dependent variable (social security organization readiness for change) will be 

0.555. The findings of the present study are consistent with those of Chang et al (2011), Fisher et 

al (2003), Commings and Verly (2001) and Conner (1992).  

Third Hypothesis Conclusion: Organizational commitment moderates the effect of learning 

organization on social security organization readiness for change positively.  

Based on the path analysis model on standard coefficient mode, and model significance, and 

since the t-value is larger than 2.576 on the path of organizational commitment, learning 

organization and social security organization readiness for change (t = 3.904), it can be expressed 

that organizational commitment moderates the effect of learning organization on social security 

organization readiness for change. According to the obtained path coefficient, organizational 

commitment moderates the effect of learning organization on social security organization 

readiness for change positively to 0.203unit. The findings of the readiness are again in line with 

those of change et al (201), Moshabaki (1376) and Jafarpoor (1388).  

Suggestions based on the findings of the first research hypothesis: 

Findings of the first hypothesis indicate that learning organization has a direct and positive effect 

on social security organization readiness for change. Therefore, it is proposed: 

1. Employee encouragement to learn regularly in organizations through financial and non-

financial incentives as well as pay attention to the fact that learning and training, should 

not be a periodic accident in organization. That is, training is not dedicated to only a few 

high potential individuals, but it is a continuous overall process in the organization. 

2. Continuous knowledge evaluation and its application in organizational development 

through establishment of performance evaluation system. 

3. Since the creation of learning organizations depends on identifying and removing the 

barriers, managers and decision-makers of the organization, by establishing a committee 

of experts of the field, should identify existing barriers and propose reasonable solutions. 

Suggestions based on the finding of the second research hypothesis: 

Findings of the second research hypothesis show that organizational commitment has a direct 

and positive effect on social security organization readiness for change. Therefore, it is proposed: 
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1. Managers should encourage more employee engagement in work through central focus 

reduction, employee responsibilities increase and increase their participation in decision-

making; Since employees have the people know the group needs well. Researchers have 

also shown that employee participation increases commitment to the organization ΄s 

decisions. 

2. Creating a sense of ownership among employees is an extremely effective way to convert 

work commitment to a culture. Ask new persons and volunteers who accept the 

challenges and responsibilities, to help you in this program. 

3. Financial and non-financial rewards and verbal encouragements enhance employee 

motivation and they understand they are important for company executives. 

4. The degree of equality and justice in the organization can increase employee commitment 

and organization readiness for change. If one of them is paid more attention to than 

others, it may decrease other employee ´s motive. The performance evaluation based on 

the uniform defined criteria, leads to increased motivation. 

Suggestions based on the findings of the third research hypothesis: 

Findings of the third hypothesis suggest that organizational commitment moderates the effect of 

learning organization on social security organization readiness for change positively. Therefore, 

it is proposed: 

1. The balance between work and life in organization helps employees strike a balance 

between work hours and use of benefits such as health care, sport programs, group 

dinners. It also makethem happy and increase their strengths and commitment. 

2. While changing the organization, managers should pay attention to employee 

organizational commitment as an influential factor, and prior to changes, they should 

obtain enough information about employee commitment, as an effective factor, through 

commitment measuring techniques. 
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