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Abstract  
Given that this study focuses on the development of applied knowledge in a particular field, it 
can be classified as applied research. On how to obtain the required data can be classified into 
descriptive research. Since the present study is to analyze the Relationship between 
organizational learning and knowledge management, the study is correlational. The 
population in this study, including employees that they are at Organization of Industry, Mine 
and Trade in Ardabil and suburb. Data has collected from 140 employees which have been 
selected through the simple random sampling method. This is done by means of 
questionnaire; it was in two part, demographic questionnaire and variable questions. To check 
the validity of the questionnaire, the experts were concerned. Survey conducted evaluation 
questionnaire was good. Then, using Cronbach's alpha was used to measure the reliability of 
the questionnaire. Alpha coefficient of Questionnaire was 0.934.In order to analyze the data 
resulted from collected questionnaires deductive and descriptive statistical methods are used, 
and to display some statistical data we used column diagram and in deductive level to test the 
hypothesis of the research we used Pearson correlation coefficients and multiple regression 
analysis to compare means of the constructs between variables. The findings show that there 
is a correlation between the independent variables and also they have significant correlation 
dependent variable. Therefore, in such cases, we can confirm H1 and says that there is 
significant correlation between organizational learning dimensions (management 
commitment, systematic view, openness and experimentation, and openness and 
experimentation) and knowledge management dimensions (knowledge creation, knowledge 
register, knowledge refining, knowledge dissemination, and knowledge application) at 
organization of Industry, Mine and Trade in Ardabil and suburb. 
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Introduction  
Today’s Organizations are constantly affected by their surroundings, so that most of these 
factors have very little controllable by organizations. Given these circumstances, 
organizations that are successful in gaining the knowledge and sufficient understanding of the 
factors promoting the progress and improvement and improve their performance in today's 
competitive environment. (Redayi et al, 2012). 
What is knowledge management? As an introductory step it is useful to distinguish between 
raw information and knowledge (Edwards, 1994). Raw information may be widely valuable 
to a number of agencies, but only some organizations will be able to convert the information 
into relevant knowledge and to use this knowledge to achieve their aims. The processes by 
which they do this are known as KM strategies. In the section below on KM in the corporate 
sector, a further distinction will be made between first and second generation KM strategies. 
Newman (1999) general knowledge model is presented. In this model, knowledge is 
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organized in four areas, these areas are: knowledge creation, knowledge retention, knowledge 
transfer and knowledge application.  
Fig 1. Newman General knowledge model 

  
Knowledge Creation- Any activity that brings new knowledge into the system 
– Development 
– Discovery 
– Capture 
– Acquisition 
Knowledge Retention- For knowledge to be usable it must be stored for some period of time 
Knowledge retention 
– Preserves knowledge artifacts 
– Maintains the viability of knowledge within the system 
– Is imperfect 
Knowledge Transfer- Knowledge transfer moves knowledge from one agent to another 
– From knowledge developers to knowledge users 
– From one work group to another 
– From suppliers to vendors and vendors to customers 
Knowledge Utilization- The various ways that knowledge is used to enable actionsand 
Support decisions. KU Events provide the rationales and value propositions that drive 
knowledge flows (Newman and Conrad, 1999). 
While the first generation focused on systematizing and controlling existing knowledge and 
knowledge sharing within an organization, the second generation KM strategies have shifted 
towards enhancing the conditions for innovation and knowledge creation (McElroy, 
2000).Challenges and advantages of KM are naturally related to challenges and advantages of 
organizational learning, and in the international development field these two sets of issues are 
often examined together. As with the two generations of KM strategies, an organization’s 
ability to learn from past experiences can also be divided into first and second order strategies 
(Argyris, 1992). First order strategies concern ‘single loop learning’, aimed at correcting and 
modifying practices in order to fit in with an established policy. Second order strategies are 
those of ‘double loop learning’, which – in parallel with second generation KM strategies – 
aim to increase the organization’s capacity to think creatively and act innovatively. 
Some of the most significant and frequently cited authors on KM and learning are Argyris 
(1992), Senge (1990), Nonaka (1995), March (1991) and Schein (1992). They all situate 
themselves within the second generation of KM strategies and work within the corporate 
sector. While Argyris (1992) and Senge (1990) base their ideas on experiences as 
management consultants for big Western companies, Nonaka (1995) draws on his 
experiences from Japanese businesses. Many of their recommendations are similar, especially 
as they all focus on the importance of thinking about processes and connections. Senge 
(1990) in particular concentrates on ‘systems thinking’. He argues that organizational 
learning is only successful when it is based on an understanding of how the whole 
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organizational system is connected, rather than a focus on individual parts. Argyris (1992) 
further develops the idea of learning by distinguishing between single and double loop 
learning. The objective of single loop learning is to bring organizational the other hand, 
double loop learning is the ability of the organization’s members to think critically and 
creatively about the underlying frameworks.Organizational learning processes are derived 
key to the continued success and learning based on organizational change and environmental 
sustainability (Grundnoefer, 2010). 
Levitt and March (1988) are less positive about the capacity of organizations to manage 
knowledge effectively and to learn from past experiences. Their oft-quoted 1988 article, and 
a later article by March (1991), highlight instead the considerable limitations that impede 
organizational learning. These include the complexity of organizational experiences, human 
habits, hierarchical structures, routines, and differing interpretations by different sub-groups 
within an organization. Schein (1992) touches on many of the same issues as Levitt and 
March, but in a more optimistic manner. He argues that the limitations to learning within an 
organization can be overcome through good leadership. By good leadership he means the 
ability of the leader to guide the organization through various stages of a change process, to 
contain anxiety, and influence the organizational culture in a positive way throughout this 
process. 
Malhotra (2001) and Stacey (1995) take a slightly different view on the role of management 
in relation to learning. They both argue that the most important learning processes within an 
organization are precisely those that cannot be managed. They draw on chaos theory to 
describe ‘semi-confusing information systems’ (Malhotra, 2001) and ‘nonlinear feedback 
networks’ (Stacey, 1995). Innovation often takes place in informal ‘shadow’ networks of 
individuals interested in the same issues. In order to support and strengthen this creativity, 
Malhotra and Stacey argue that organizations should allow staff room to act on incomplete 
information, trust their own judgment, and feed input from informal fora into formal 
structures. The main purpose of this research was surveying the Relationship between 
organizational learning and knowledge management. It was a case Study that has donein 
Organization of Industry, Mine and Trade in Ardabil and suburb. 
 
METHODOLOGY  
Given that this study focuses on the development of applied knowledge in a particular field, it 
can be classified as applied research. On how to obtain the required data can be classified into 
descriptive research. Since the present study is to analyze the Relationship between 
organizational learning and knowledge management, the study is correlational.  
The population in this study, including employees that they are at Organization of Industry, 
Mine and Trade in Ardabil and suburb. Data has collected from 140 employees which have 
been selected through the simple random sampling method. 

This is done by means of questionnaire; it was in two part, demographic questionnaire and 
variablequestions. To check the validity of the questionnaire, the experts were concerned. 
Survey conducted evaluation questionnaire was good. Then, using Cronbach's alpha was used 
to measure the reliability of the questionnaire. Alpha coefficient of Questionnaire was 0.934.  

In order to analyze the data resulted from collected questionnaires deductive and descriptive 
statistical methods are used, and to display some statistical data we used column diagram and 
in deductive level to test the hypothesis of the research we used Pearson correlation 
coefficients and multiple regression analysis to compare means of the constructs between 
variables. The analysis has performed with SPSS. 

 

RESULTS 
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1- Demographical Results 
The gender descriptive analysis results shows that nineteen percent are female and eighty-two 
percent are male. The age of employees shows most of them is under 40 years. The 
responder’s degree is 18 percent MA or PHD, 48 percent BA, 19.3 percent Associate Degree 
and 15.7 percent have Diploma degree. It means that the most of the responder have 
university degree. (Table 1) 

Table1- Responders degree 

Responder’s Degree 

  Frequency Percent 

Valid Diploma 22 15.7 

Associate Degree 27 19.3 

Bachelor 66 48 

MA or PhD 25 18 

Missing 0 0 

Total 140 100.0 

 

Table 2 shows employees experience of the responders. from the precedence point of view 
about 24.3 percent of responders have less than 5 years experience, 20.7 percent have 
between 6 -10, 27.1 percent have between 11-15, 11.4 percent have between 16-20, 10 
percent have between 21-25, and finally 6.4 percent have between 26-30 years of experience. 
It shows that employees have more than 5 year experience. 
Table 2- Experience of the responders 

Customers Experience 

  Frequency Percent 

Valid <5 34 24.3 

6-10 29 20.7 

11-15 38 27.1 

16-20 16 11.4 

21-25 14 10 

26-30 9 6.4 

Total 140 100.0 

Table3 reports descriptive statistics including means and standard deviation for 
organizational learning with four dimensions: management commitment, systematic view, 
openness and experimentation, and openness and experimentation. 

Table 3: Means and standard deviations for organizational learning dimensions 

Variable management 
commitment 

systematic 
view 

openness and 
experimentation 

Transfer and 
integration 

organizational 
learning 

Mean 15 15.8 15.8 16.4 15.75 
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SD 4.81 2.73 3.29 32.3 3.53 

The result show that transfer and integration dimension with 16.4 have the highest mean and 
management commitment dimension with 15 have the lowest mean. The organizational 
learning has 15.75 mean. 
Table 4 reports descriptive statistics including means and standard deviation for knowledge 
management has five dimensions: knowledge creation, knowledge register, knowledge 
refining, knowledge dissemination, and knowledge application.  

Table 4: Means and standard deviations for knowledge management dimensions 

Variable knowledge 
creation 

knowledge 
register 

knowledge 
refining 

knowledge 
dissemination 

knowledge 
application 

knowledge 
management 

Mean 15.1 14.7 14.99 15 13.51 14.66 

SD 4.33 4.28 3.91 4.09 3.46 4.00 

The result show that knowledge creation dimension with 15.1 have the highest mean and 
knowledge application dimension with 13.5 have the lowest mean. The knowledge 
management has 14.6 mean. 
 

1- Hypotheses Results 
Table 5, which present the correlations of each of the eleven items of main hypothesis “there 
is significant relationship between organizational learning dimensions and knowledge 
management dimensions at organization of Industry, Mine and Trade in Ardabil and suburb.”  
Table 5, correlation coefficients between the independent and dependent variables 

Variable  knowledge 
creation 

knowledge 
register 

knowledge 
refining 

knowledge 
dissemination 

knowledge 
application 

management 
commitment 

r 0.697 0.603 0.645 0.519 0.419 

sig 0.000 0.000 0.000 0.000 0.000 

systematic 
view 

r 0.424 0.425 0.483 0. 326 0. 250 

sig 0.000 0.000 0.000 0.000 0.003 

openness and 
experimentat

ion 

r 0.635 0.626 0. 653 0.548 0. 417 

sig 0.000 0.000 0.000 0.000 0.000 

Transfer and 
integration 

r 0.597 0.619 0. 575 0.575 0. 483 

sig 0.000 0.000 0.000 0.000 0.000 

The results show that organizational learning dimensionssignificantly and highly related with 
knowledge management dimensions. Strong positive correlation was found between 
management commitment and knowledge creation (r=0.697) and knowledge refining(r=0.645) with 
p≤ 0.000 level. Also, the openness and experimentation dimensions has strong positive 
correlation with knowledge creation (r=0.635) and knowledge refining (r=0.653). The weakness 
correlation was found between systematic view and knowledge application. 
The findings show that there is a correlation between the independent variables and also they 
have significant correlation dependent variable. Therefore, in such cases, we can confirm H1 
and says that there is significant correlation between organizational learning dimensions 
(management commitment, systematic view, openness and experimentation, and openness 
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and experimentation)and knowledge management dimensions (knowledge creation, 
knowledge register, knowledge refining, knowledge dissemination, and knowledge 
application) at organization of Industry, Mine and Trade in Ardabil and suburb. 
Our study results are as same as Yaqubi et al (2009), HassanBeigi (2010), Saediand Yazdani 
(2009) and Mir Esmaili (2010). According to research results we suggested that organization 
of Industry, Mine and Trade in Ardabil and suburb develop and improve and cerate: 

- developing employees ICDL skills, 
- improving E-learning, 
- developing and improve Automation and Corporate portals, 
- simplify the process of developing knowledge, 
- Holding Conferences and courses foractive employees toparticipate in decision 

making, 
- improving System Thinking in the proper staff, 
- using comments and suggestions from visitors to the organization and make 

recommendations to the operating system. 
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