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ABSTRACT 
The aim of this paper is to Analysis the SHRM practices and organizational learning. The 

hypotheses proposed are contrasted with a sample of 10 Universities in AMOL, and using the 

modeling of structural equations as a statistical technique. The results show that the introduction 
of techniques such as selective hiring, strategic training, employee participation in decision 

making, and contingent reward increases the ability of the organization to learn. 
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INTRODUCTION 

 

 We now find ourselves in a competitive environment characterized by market globalization, a greater 

complexity and increasing changes, which reinforces the need for flexibility and differentiation. Consequently, 

traditional sources of competitive advantage such as subsidized markets, both physical and financial assets and 

even technology have been pushed into the background in favor of knowledge since they tend to be increasingly 

easily available to everyone on equal terms, in open markets (Nonaka and Takeuchi, 1995). 

 In order to survive and obtain advantages in this environment, it is necessary for the companies to be able to 

innovate and assimilate new knowledge, which allows them to take a different approach. Learning and creativity 

become necessary in order to guarantee the sustainability of competitive advantage. Being aware of this, many 

companies build technical infrastructures that allow the retrieval and distribution of knowledge while at the 

same time the firm concentrates on aspects such as strategy, quality control and stock control (Davenport, 2000).  

 The role of human resources management in learning organizations has been discussed by a number of 

researchers and practitioners. In a permanent changeable and intensive environment like this, the main tasks of 

human resource management are to monitor measure and intervene in construction, embodiment, dissemination 

and use of knowledge by employees (Armstrong, 2005). 

 Therefore, the aim of this paper is to analyze the relationship between the human resources management 

and organizational learning. To be precise, it is a question of determining whether selective hiring, strategic 

training, employee participation in decision making and contingent compensation contribute to the generation of 

organizational learning. Thus, the characteristics that define both the learning process and its importance as a 

source for competitive advantages are analyzed under the following heading. 

 

Literature review: 

Organizational learning: 

 For over thirty years, research on organizational learning has contributed significantly to the development 

of organizational theory and the change in strategic management. Moreover, this research has increased very 
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rapidly in the last years. The contributions of the resource-based view of the firm and the approach based on 

knowledge management suggest that competitive advantage arises as a result of the abilities and capabilities of 

the company. Thus, learning becomes a fundamental strategic aspect. But in spite of the increasing interest in 

this subject, consensus on basic matters and concepts has not yet been reached. This is due to the fact that this 

subject has been studied by several disciplines and from different approaches (Lapierre and McKay, 1992).  

 Economists tend to view learning either as simple quantifiable improvements in activities, or as some form 

of abstract and vaguely defined positive outcomes (Elahi et al., 2009).  

 The management and business literature often equates learning with sustainable comparative efficiency, and 

the innovation literature usually sees learning as promoting comparative innovative efficiency. These various 

literatures tend to examine the outcomes of learning, rather than delve into what learning actually is and how 

these outcomes are achieved. In contrast, it is a major concern to organizational theory and psychology to 

examine the processes of learning. Learning, in the sense used here, relates to firms and encompasses both 

processes and outcomes (Zahedi and Najari, 2008). 

 Organizational learning can be defined as a dynamic process of creation, acquisition and integration of 

knowledge aimed at his development of resources and capabilities that allow the organizations a better 

performance. This definition includes three basic assumptions. One of main assumptions is that organizational 

learning is a process whose goal is to improve the development of the organization by means of new initiatives 

(technological, productive or commercial). This requires a move from simply putting more knowledge into 

databases to levering the many ways that knowledge can migrate into an organization and impact business 

performance (Dashgrzadh et al., 2011). 

 Among the benefits of organizational learning it is worth mentioning, first, that it establishes a link between 

the organization and the environment which allows a proactive behavior rather than a reactive one. Learning 

implies an improvement in response capacity through a wider understanding of the environment (Mohammadi et 

al., 2014). 

 This behavior helps to diminish its sense of complexity and avoids stagnation of strategic decisions. 

Nevertheless, it is not only a question of changing according to modifications in the environment, but also a 

question of giving the organization the possibility of regenerating itself continuously. On the other hand, the 

flexibility inherent to the organizations that are oriented towards learning allows them to adapt themselves 

quickly to new market opportunities (chufy  and chufy, 2007). 

 The wish to learn and to know more leads to the establishment of relationships with customers,suppliers 

and other market agents so that there is a generation of favorable attitudes towards collaboration and solution of 

conflicts (Bounfour, 2003). 

 Another assumption is the individual plays a fundamental role in the development of organizational 

learning. The interaction of human through certain media or instruments creates new knowledge and adds to the 

pool of organizational knowledge that acts as the engine of organization's growth and learning capability 

(Ghorbani, 2008), 

 Knowledge management initiatives must help individuals learn more effectively and also attend to the 

social processes that shape how knowledge becomes actionable in such contexts as cross functional teams or 

communities of practice (Qasemi, 2003). 

 And the last assumption is that the learning process has identifiable stages. Several authors have studied the 

process of organizational learning in order to define its dimensions, stages or flows (Huber, 1991; Day, 1994; 

Nevis et al., 1995; Crossan et al., 1999; Winter, 2000). Although the terminology differs from one author to 

another, the defined processes are similar. The revision of the different works on the subject allows us to 

identify four different dimensions or phases: 1) knowledge acquisition through external sources or internal 

development; 2) distribution by means of which knowledge is spread among the members of the organization; 

3) interpretation, in which individuals share and incorporate aspects of their knowledge, which are not common 

to all of them, achieving a shared understanding as well as co-ordination in decision making, and finally 4) 

organizational memory which tries to store knowledge for future use, either in organizational systems designed 

for this purpose or in the form of rules, rocedures and other systems (Shekarzade, 2012). 

 Most studies of organizational learning have been concerned with the acquisition of knowledge and, to a 

lesser extent, with the sharing or distribution of the acquired knowledge. Less is known about the assimilation 

process, the stage in which individual and group learning is embedded into the non-human aspects of the 

organization including systems, structures, procedures and strategy (Pérez, 2006). Organizational memory is 

much in need of systematic investigation, particularly by those whose special concerns are improving 

organizational learning and decision making. 

 Generally, organizational memory is constituted through various places: systems of information processing, 

processes of execution and social systems. From a dynamic point of view, the permanent restructuring of 

organizations leads one to question the durability of organizational memory and is related knowledge 

(Armstrong and Folr, 2003) All these characteristics make clear that the learning process in a firm will be a 

very-wide ranging one, involving the obtaining of knowledge from the existing organization, the combining of 
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knowledge, data or previous experience and the generation of new uses for the resources (Cross and Israelit, 

2000): 

 

The link between human resource management and organizational learning: 

 As already discussed, individuals play a fundamental role in the development of organizational learning 

since the organization would not exist without them. Therefore, HR systems may contribute to the capacity of 

the organization to learn by facilitating the development of organization-specific competencies that result in 

complex social relationships based on the company’s history and culture, and generate tacit organizational 

knowledge (Nonaka and Takeuchi, 1995). 

 HRM can be seen as personnel management with an emphasis on the acquisition, organization and 

motivation of human resources.(15). 

 Using literature relevant to strategic HRM and organizational learning as a starting point, this paper will 

analyze the relationship between four HR areas (hiring, training, compensation and decision making) and 

organizational learning. 

 

Selective Hiring: 

 A central concern of human resource management, especially in relation to organizational learning is the 

recruitment and retention of valued employee .(18) The importance of managing the employment relationship 

such that is generates value added knowledge for the organization has an obvious link to recruitment and 

retention of staff (Nonaka and Takeuchi, 1995). 

 The purpose of any recruitment campaign should be to attract those candidates that will fit best with the 

job-to-be staffed and the organization overall. The recruitment process allows prospective employees to gauge 

whether they would like to work within a particular organization (Nonaka and Takeuchi, 1995). 

 A recruitment campaign usually results identifying a number of employees who can potentially meet the 

requirements of particular jobs or roles. The organization must select, among the candidates in this selection 

pool, those that would add the highest value to the firm.  Competency profiles are instrumental in this regard, in 

that they tell hiring managers which knowledge, skills, abilities and other attributes candidates is possess to be 

successful once hired. It is usually quite easy to determine whether a job candidate has the necessary technical 

or professional competencies to perform well on the job. What is more difficult to gauge, however is whether a 

particular candidate has the necessary level of initiative or required ability to work effectively with others as a 

member of a team or to provide regular coaching and mentoring. There “softer” competencies are more 

subjective in nature and are therefore more difficult to measure (Nykodym, 1994). 

 However, they are no less important to success on the job. Indeed, a great deal of research evidence that the 

degree of cultural fit and value congruence between job applicants and their organizations significantly predict 

both subsequent turnover and job performance (Nonaka and Takeuchi, 1995). 

 

Therefore, the following hypothesis is proposed: 

H1: Selective hiring practices have a positive effect on learning In Universities.  

 

 Training: 

 Training is another key factor related to the achievement of efficient learning. With this in mind it is 

necessary to identify the changes that have taken place in this area in the last few years. The individual plays a 

more active role in defining his/her own training objectives, and attempts to match them to company objectives. 

The focus of human resource training is placed on developing people who are capable of tapping internal and 

external information and turning it into useful organizational knowledge. Thus, leadership, management change 

and company mission and values are reinforced through training (20). All these skills are crucial in initiating the 

organizational learning process, and thus promoting proactive acquisition of knowledge and the subsequent 

knowledge documentation activity and knowledge transfer. The leadership skills are essential to the middle level 

manager, as they are the one who leads the change in lower levels. They also need to maintain employees’ 

morale during the difficult change period. The leadership skills that need to be fostered may include 

communication skills, strategic thinking, collaboration skills, visionary leadership and business acumen 

(Nonaka and Takeuchi, 1995). 

 

Therefore, the following hypothesis is proposed: 

 H2: Strategic training significantly improves organizational learning In Universities. 

 

Compensation and Reward: 

 Pay systems have traditionally been linked to holding a certain type of job (Nonaka and Takeuchi, 1995). 

However, the organizational learning literature draws attention to the need to go further than the explicit job 
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description, and to establish a different form of compensations systems that reinforce the experimentation and 

transfer of knowledge. 

 The pay and incentive system should: 

1. Reward risk taking attitude in order to promote creativity in solving daily Problems. 

2. Stress on group-based compensation and reward to stimulate knowledge exchange and sharing within group 

members. 

 Since the number of team based activities is increasing, competitive pay systems that are based on 

individual reward could discourage the exchange of knowledge reversing the effectiveness of the measures 

taken to enhance knowledge transfer. Group based incentives reinforce cooperation between members 

improving the dissemination, transfer and integration of knowledge (Nonaka and Takeuchi, 1995). 

 On the other hand, employees who own intellectual capital are usually emotionally involved with the 

company, which means that they are not only interested in possible economic benefits, but also in their working 

conditions. This implies that when faced with poor social rewards, there is more chance that workers will leave 

the company in search of better working conditions. 

 

Therefore, based on this analysis, the following hypothesis is proposed: 

H3: Contingent compensation positively influences learning In Universities. 

 

Employee participation in decision making: 

 The organization should provide sufficient incentives for employees to use and develop specific knowledge 

efficiently. By and large, this is achieved through worker participation in decision-making, that is to say locating 

decision-making rights where the specific knowledge related to that decision can be found (Nonaka and 

Takeuchi, 1995). 

 However, all of this requires motivational and cognitive mechanisms. Motivational mechanisms include 

actions such as trust, greater control of the work, more ego involvement on the job, increased identification with 

the organization and the setting of higher goals and/or increased goal acceptance. On the other hand, cognitive 

mechanisms include more upward communication and better utilization of information of supervisors who do 

not have the knowledge or enough information to make a high quality decision on their own. 

 In conclusion, participation demands a greater recognition of the importance of issues such as trust and 

information sharing, which influence both individual and organizational learning. 

 

Therefore, the following hypothesis is proposed: 

H4: Employee participation in decision-making has a positive effect on organizational learning In Universities. 

 

MATERIALS AND METHODS 

 

Sample:  

 With the aim of contrasting the hypotheses formulated above, an empirical study has been carried out, 

among UNIVERSITIES IN AMOL. The target population of this research is made up of 10 Universities 

employed over 300 people. 

 

Validity, and reliability of the data collection instruments: 

 the validity or reliability means that the scale and content of the instrument or questions on the subject, test 

the variables and the subject matter precisely, this means that the data collected through the instrument, is not in 

excess of the research's requirement, and the fact that the part of the data needed to assess the content is not 

removed from the instrument or in other words, to reflect the reality precisely.  That in this research, the 

questions posed in the questionnaire are assessed and evaluated by supervisors and that matching their views has 

endorsed the validity of the questionnaire. Stability or reliability of the instrument means that if a measurement 

instrument that has been made to assess the variable and the trait in the same conditions, is used in another time 

and place, similar results are obtained, 

 in other words, a reliable instrument is a one that has the properties of reproducibility and measurement of 

identical results. Thus, in the present study to assess questionnaire reliability, we attempted to calculate 

Cronbach's α coefficient using SPSS software which the value obtained for α is 0.9 and indicates the reliability 

of the present questionnaire. 

 

Validation of scales: 

 Since the aim of this paper is to analyze the relationship between human resource practices, organizational 

learning and business performance, it is necessary, first of all, to evaluate the scales used to measure each of the 

variables. In order to do that, we turned to the statistical technique of confirmatory factor analysis using LISREL 

software. 

http://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&cad=rja&uact=8&ved=0CB4QFjAA&url=http%3A%2F%2Fwww.parsmodir.com%2Fsoft%2Flisrel.php&ei=OFtfVcG8EMu6sQH-q4DgDA&usg=AFQjCNH8Kvx6ZPKjc-Etwf8uaIMRL1IwSA&bvm=bv.93990622,d.bGg
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 Organizational learning. In order to assess organizational learning, we develop a scale which both recognize 

the multidimensional character of learning and which collects explicit information about the four dimensions of 

learning theoretically identified: 

 acquisition, distribution, interpretation and organizational memory. The choice of the variables 

representative of the dominion and each critical dimension was carried out from an exhaustive revision of both 

the organizational learning literature and other reliable instruments. 

 The psychometric analysis was carried out in consecutive stages. Firstly, a first order model was considered 

so as to contrast the existence of the inherent dimensions of organizational learning previously mentioned: 

acquisition of external knowledge, acquisition of internal knowledge, distribution, interpretation and 

organizational memory. 

 Subsequently, a second order model was considered so as to contrast the integration of external and internal 

knowledge acquisition in a defining basic dimension of knowledge acquisition. Finally, through a third order 

model it is checked that the four dimensions are underlying a single main factor, organizational learning. 

 It can be observed that all the coefficients between the items and factors are positive and significant, which 

corroborates the existence of four dimensions inherent to organizational learning. The indicators of goodness of 

fit for each of the models show their adaptation to the corresponding recommended critical values. 

 Human resource practices. With the aim to determine the state of the companies as regards the 

implementation of human resource practices, a measurement scale is developed for each of the practices 

aforementioned: selective hiring, strategic training, participation of employees in decision making process and 

contingent compensation. 

 Their evaluation process has been carried out by means of a confirmatory factor analysis. Firstly, it is worth 

pointing out that the indicators of goodness of fit of the model depicted adequate, which shows a reasonable fit 

between the model and the data. 

 Furthermore, the composite reliability coefficients are over the recommended minimum value of 0.6. 

Likewise, the convergence of almost all the items in their corresponding main factors is emphasized, only 

TRAINING 2 and HIRING 3 are slightly below 0.5. Finally, the scales' discriminatory validity is guaranteed 

since the confidence interval of the correlation between each pair of latent variables does not include value 1 in 

any of the cases. To summarise, the reliability and validity of the scales developed to measure each of the 

analyzed practices has been verified. 

 

Findings: 

 In order to test the proposed hypotheses, we have estimated a structural equation model  (LISREL). This 

analysis enables us to asses the causal relationship between selective hiring, strategic training, and employee 

participation in decision making, contingent compensation, and organizational learning. 

 Firstly, it was established that selective hiring, strategic training, contingent compensation and participation 

of employees in decision making have a positive influence on learning, although the technique that shows the 

greatest ability to influence this process is the level of involvement of employees. This highlights the need to 

move towards developing manager-worker relations in which the participation of the worker in decision making 

is emphasized, sometimes even by allowing the worker to make decisions that are traditionally reserved for 

management. 

 In this way, taking into account the analyses of the model and the relationships that have been identified, 

the proposed hypotheses can be considered valid. The results are due to two main factors: firstly, the analyzed 

techniques attract, retain and train suitable employees. Secondly, these techniques have an important symbolic 

effect: the company sends out a message to the employees that they are valued, which motivates them to apply 

and transfer their knowledge. 

 

Conclusion: 

 In the present economic environment, competitive advantage results from generating and applying 

knowledge through organizational learning, a process in which individuals play a vital role. Therefore, the aim 

of this study was to analyze the way in which HR policies and techniques focused on the creation and 

development of strategic human resources can contribute to the establishment of organizational learning. 

 The acquisition and application of knowledge requires the organization to develop HR policies that increase 

the amount of knowledge that employees possess, and to motivate them to transfer this knowledge. With regard 

to this, it was found that selective hiring, strategic training schemes, employee participation in decision-making, 

and contingent compensation have a positive effect on organizational learning. Thus, the companies who 

consider dissemination of knowledge and compromise to be essential parts of SHRM policies will achieve more 

active employee participation in the learning process, which will ultimately contribute to the company gaining 

sustainable competitive Advantage. 

http://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&cad=rja&uact=8&ved=0CB4QFjAA&url=http%3A%2F%2Fwww.parsmodir.com%2Fsoft%2Flisrel.php&ei=OFtfVcG8EMu6sQH-q4DgDA&usg=AFQjCNH8Kvx6ZPKjc-Etwf8uaIMRL1IwSA&bvm=bv.93990622,d.bGg
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 Finally, it is possible to identify potential research areas for the future development of this study. Thus, it 

would be desirable to analyze human resource strategy along with other variables such as organizational 

structure, leadership style and corporate strategy. 

 Since all the organizational factors are closely interlinked, the human resource management effectiveness 

could be determined by the existence of a global approach affecting all areas of the organization. 
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