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ABSTRACT 
The purpose of this research is to study the relation between job characteristics (task 
significance and task identity) and organizational learning. By purpose, method and type, 
this is a descriptive survey research. The statistical population is consisted of employees of 
logistics department of National Iranian South Oil Company (N.I.S.O.C). Sampling is done by 
random sampling method. The size of statistical sample for this study is 144 persons with a 
5% error margin. The required data is collected through library and field study by 
searching libraries and reference to reports, documents, protocols, and internet. To design 
the questionnaire, first the related variables were extracted through library study; and 
then the questions were arranged on a 5-point Likert scale. After designing the 
questionnaire, its validity was confirmed by experts of the field. Its reliability was 
examined, and with Cronbach’s alpha of 0.737, its reliability was confirmed. To analyze the 
questions related to research demography, by the use of descriptive statistics, some of the 
statistical characteristics of the sample are presented in the form of charts and tables. The 
statistical methods employed in this study are: questionnaire’s reliability test (Cronbach’s 
Alpha), Kolmogorov-Smirnov single-sample test: to define normality or un-normality of the 
collected data through questionnaires, and correlation test. The results indicated that job 
characteristics have a positive and significant relation with organizational learning; task 
identity has a positive and significant relation with organizational learning; task 
significance has a positive and significant relation with organizational learning. 
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INTRODUCTION 

 

 Today, we live in the world of organizations and human resources as the most valuable asset of an 

organization is the basis for its tendencies and activities, and plays an important role in elevating the 

organization’s goals and ideals. Human resources give the organization its meaning and identity, and provide 

grounds for achievement of its goals. Therefore it is important for organizations to assign employees to the tasks 

that are more suitable for them. 

 Individuals react differently to different jobs. While a job might stimulate one person, it might not do the 

same for another. In any event, considering the way the tasks are constituted, it may present little or much 

opportunities for individuals to satisfy their vocational needs. A job that limits and individual’s freedom may not 

satisfy his need for creativity and innovation. So managers and employees have found out that understanding job 

characteristics requires a wider view compared to the past. In addition, considering the uncertain environment 

surrounding organizations today, organizations must implement learning in order to improve their business and 

commerce, and to maintain their competitive edge. Organizational learning provides an appropriate basis for 

structured knowledge to be developed in organizations. Organizations and their member must learn via modern 

and dynamic techniques rather than old static ways. Static and inefficient learning-as was done in the past- had 

negative effects on organizational learning. In other words, in order to increase organizational creativity, the 

knowledge must be disseminated and implemented through organizational learning. Although studies have been 

conducted about job characteristics and organizational learning, little attention has been paid to the relation 

between the two.  
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Statement of the problem: 

 Environmental changes in the fields such as technology, competition, and governmental economic policies 

necessitate the change and adaptation of organizations in order to survive and thrive. Rapid environmental 

changes of the modern era make organizational learning one of the main sources of competitive edge, especially 

in fast-changing markets (Senge, 2003). In simple words, for an organization to be able to improve, it needs to 

learn fast what to do and how to do it considering environmental changes. In this sense, the basic way for an 

organization to enter the path of improvement is to remove obstacles and to facilitate the learning (White, 1999). 

In the mean time most of the organizations have resorted to increasing organizational learning capacity and 

implementing job-related programs as a solution; using such programs they have tried to reform the variables 

affecting individuals’ emotions, and with the help of individuals’ learning and empowering they have overcome 

inside and outside obstacles and provided grounds for training highly capable employees (Kasikea et al, 2007).  

 On the other hand, individuals react differently to different jobs. While a job might stimulate one person, it 

might not do the same for another. In any event, considering the way the tasks are constituted, it may present 

little or much opportunities for individuals to satisfy their vocational needs. A job that limits and individual’s 

freedom may not satisfy his need for creativity and innovation. So managers and employees have found out that 

understanding job characteristics requires a wider view compared to the past. 

 This issue becomes intensely important when it comes to National Oil Company, which is one of the pillars 

of our country’s economy. Therefore it is to be determined if job characteristics in the organizations related to 

drilling industry can be effective factors in turning this company into a learning organization; and that if there is 

a correlation between different aspects of job characteristics and organizational learning in companies related to 

drilling industry. A correlation that relate organization’s learning –or not learning- to job characteristics in that 

organization.  

 

Reasearch background and literature: 

Task identity: 

 Task identityrefers to helping employees understand the relation between their job and other activities in the 

organization. When some employees are not aware of the relation between their job and other organizational 

activities, at the completion of their task they don’t feel they have achieved something. On the other hand if they 

feel the relation between their job and other organizational activities, they will find out that what they do is 

important in achievement of organization’s goals and they will try to enhance and improve their vocational 

knowledge. For the task to become significant, natural work units must be formed i.e. the task carried out by an 

employee form a wholesome and meaningful unit. As the employee is involved with a task from the beginning 

to the end, he will face problems that he’ll try to solve, and this increases individual learning. Through making 

tasks significant, organizations create conditions that help individual learning (Robbins, 1990).  

 

Task significance: 

 It is the impact of an individual’s job on the lives and jobs of other people. It refers to the degree to which a 

job affects other people’s lives and jobs, either in the immediate organization or in the external environment 

(Moorhead & Griffin, 2002). It includes the significance and influence of a job over lives and well-being of co-

workers and consumers. If employees understand the significance of their tasks they will try to increase their 

capabilities and learning. Such individuals constantly seek to improve their work knowledge in order to 

maintain the value of their job. Learning occurs in all kind of manners, eithers individually (where a person 

seeks different skills in his job) or in the form of interaction with co-workers (which leads to obtaining various 

information from other people) (Habibian, 2011). 

 

Background: 

 In a research titled “studying the relation between human resource empowerment and organization learning 

in employees”, Mehrabi (2011) studied employees of Tehran’s Sepah bank and found the following results: 

there is a strong and positive relation between each five components of empowerment and organizational 

learning. The strength of this correlation was determined as follows: between task identity and organizational 

learning (r=0.39), between feeling of competence and capability and organizational learning (r=0.27), between 

authority and freedom of choice and organizational learning (r=0.52), between feeling of effectiveness in the job 

and organizational learning (r=0.45), between co-workers mutual trust and organizational learning (r=0.48).  

 Using regression test, Baghi (2010) in a research titled “study of facilitating and obstructing factors of 

organizational culture to set grounds for learning organizations” investigated 468 of the employees of Tehran’s 

large textile companies and reached the following conclusions: the results indicated that performance of 

Tehran’s large textile companies is weak concerning all fields of learning culture (encouraging and support for 

learning, risk-taking, valuing creativity and innovation, learning from experience, valuing human resources, 

valuing communication and information exchange inside and outside organization), and in general 
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organizational culture of Tehran province large textile companies is obstructive concerning setting grounds for 

learning organizations.  

 In a research titled “studying the relation of individual and job characteristics with types of organizational 

commitment among 1086 nurses of governmental hospitals”, with the use of Pearson’s correlation coefficient 

and multi-variable correlation coefficient, Halen (2008) reached the following conclusions: there is a significant 

relation between number of children, employment record, task identity, task feedback and calculative 

commitment; there is a significant relation between task identity, factors feedback, motivating score and 

attitudinal commitment; there is a significant relation between task identity, task significance, feedback, 

motivating score and affective commitment; there is a significant relation between monthly pay, task identity, 

job feedback, factor feedback, motivating score and normative commitment. No correlation was observed 

between other variables of individual and job characteristics and organizational commitment. Also the results 

indicated that there is no significant difference between simple and multivariable correlation coefficients 

concerning the relation of individual and job characteristics with types of organizational commitment. 

 Luthans et al. (1998) in a research titled “the effect of job characteristics on functional and non-functional 

behavior of salespersons” studied 230 salespersons in an organization: the results indicated that during 

implementation of job characteristics, both functional and non-functional behaviors of salespersons showed 

signs of improvement. In this research, the behavioral performance of the control group during the experiment 

stayed relatively constant. 

 In their research titled “the relation between organizational learning and innovation” Lockman& Peace 

(2001) studied 600 employees of automobile factories. The results confirmed their research hypotheses and they 

concluded that prior to being able to make new products, companies need to analyze their management and 

current situation of organizational learning, and improve the style of organizational learning if necessary. 

 

Hypotheses and objectives: 

Genaral objective: 

 Study the relation between job characteristics and organizational learning 

 

Specific objectives: 

1- Study the relation between task identity and organizational learning 

2- Study the relation between task significance and organizational learning 

 

Research hypotheses: 

Main hypothesis: 

H1: there is as positive and significant relation between job characteristics and organizational learning 

Sub hypotheses 

H1A: there is a positive and significant relation between task identity and organizational learning 

H1B: there is a positive and significant relation between task significance and organizational learning 

 

Methodology: 

 The present paper is an applied study, and by method, it is a descriptive-survey research. The statistical 

population is consisted of the employees of logistics department of National Iranian South Oil Company 

(N.I.S.O.C). The sampling has been done by random sampling method. The number of statistical sample for this 

study is 144 persons with 5% error margin. The required data is collected through library and field study by 

searching libraries and reference to reports, documents, protocols, and internet. To design the questionnaire, first 

the related variables were extracted by library study; and then the questions were arranged on a 5 point Likert 

scale. After designing the questionnaire, its validity was confirmed by experts of the field. Its reliability was 

examined, and with Cronbach’s alpha of 0.737, it reliability was confirmed. To analyze the questions related to 

research demography, by the use of descriptive statistics, some of the statistical characteristics of the sample are 

presented in the form of charts and tables. The statistical methods employed in this study are: questionnaire’s 

reliability test (Cronbach’s alpha), Kolmogorov-Smirnov one-sample test: to define normality or un-normality 

of the collected data through questionnaires, and correlation test. 

 

Results: 

Descriptive statistics: 

Age of the survey’s subjects: 
 

Table 1: distribution frequency of the age of the sample group 

Age Relative 

frequency 

Relative frequency % Valid percent Cumulative percent 

30 and less 37 7/25 7/25 8/33 

31-40 51 4/35 4/35 1/61 
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41-50 34 6/23 6/23 7/84 

50 and higher 22 3/15 3/15 100 

All 144 100 100  

 

 As it is indicated, 35.4 percent of the survey subjects are 31-40 years, 25.7 percent of the subjects are less 

than 30 years, 23.6 percent of the subjects are 41-50 years, and 15.7 percent of the survey subjects are older than 

51 years. So the most populated age group is 31-40 years. 

 

Survey subjects’ marital status: 
Table 2: distribution frequency of the sample members’ marital status. 

Marital status Relative frequency Relative frequency % Valid percent Cumulative percent 

Married 105 9/72  9/72  6/48  

Single 39 1/21  1/21  100 

All 144 100 100  

 

 As it is indicated, 72.9 percent of the members of sample group are married, while 27.1% are single. 

Therefore the married group has the highest frequency in this study. 

 

Survey subjects’ gender: 
Table 3: frequency of the sample’s gender status 

Gender Relative frequency Relative frequency % Valid percent Cumulative percent 

Male 132 97/65  97/65  97/65  

Female 12 03/34  03/34  100 

All 144 100 100  

 

 As demonstrated, 65.97 percent of the sample members are male, and 34.03 percent are female. Therefore 

the highest frequency based on gender goes to male participants. 

 

Educational status of the survey’s subjects: 
Table 4: Educational status of the sample group. 

Degree Relative frequency Relative frequency % Valid percent Cumulative percent 

A.D. 24 4/16 4/16 8/18 

B.A. 81 3/56 3/56 75 

M.A. and higher 36 25 25 100 

All 144 100 100  

 

 As demonstrated, 16.4 percent of the subjects have A.D degree, 56.3 percent have B.A degree, and 25 

percent of the participants have M.A degree or higher. So the highest frequency belongs to the group with B.A 

degree. 

 

Employment record of the survey subjects: 
Table 5: employment record of the sample group members. 

Record (years) Relative frequency Relative frequency % Valid percent Cumulative percent 

Less than 5 54 5/37 5/37 5/37 

5-10 65 1/45 1/45 6/82 

11-20 19 2/13 2/13 8/95 

21 and more 6 2/4 2/4 100 

All 144 100 100  

 

 As indicated, 37.5 percent of the participants have less than 5 years of work experience, 45.1 percent have 

5-10 years of employment record, 13.2 percent have 11-20 years, and 4.2 percent of the subjects have 21 years 

or more employment record. Therefor the highest frequency belongs to the group with 5-10 years of 

employment record and work experience. 

 

Inferential statistics: 

 Main hypothesis: there is a positive and significant relation between job characteristics and organizational 

learning 

 The null hypothesis, alternative hypothesis, and the result of hypothesis testing are explained bellow: 

 
 

 

 

H0: ρ = 0 there is no significant relation 

H1: ρ ≠ 0 there is a significant relation 
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Table 4: Results of Spearman’s correlation test for main hypothesis H1. 

 Job characteristics Organizational learning   

Spearman’s correlation 
coefficient 

Job characteristics Correlation coefficient 1 0.775*  

Asymp. Sig. (2-tailed)  0.000 

Number 144 144 

Organizational learning Correlation coefficient 0.775*  1 

Asymp. Sig (2-tailed) 0.000  

Number 144 144 

**correlation is significant with 0.01 level of significance (two-tailed) 

 

 The results demonstrated in the above table indicate that the level of significance for Spearman’s 

correlation coefficient of H0 hypothesis is equal to 0.00, that is less than 0.05 (sig<0.05). Therefore with 95% 

confidence the statistical hypothesis is accepted and the null hypothesis (ρ ≠ 0) is rejected; therefore it can be 

concluded that there is a positive and significant relation between job characteristics and organizational learning. 

 Sub-hypothesis 1: there is a positive and significant relation between task identity and organizational 

learning. 

 The null hypothesis, alternative hypothesis, and the result of hypothesis testing are explained bellow: 

 

 
Table 4.4: results of Spearman’s correlation test for sub-hypothesis 2 

 Task identity Organizational 
learning 

Spearman’s 

correlation coefficient 

Task identity Correlation coefficient 1 0.627**  

Asymp. Sig. (2-tailed)  0.000 

Number 144 144 

Organizational 
learning 

Correlation coefficient 0.627**  1 

Asymp. Sig. (2-tailed) 0.000  

Number 144 144 

**correlation is significant with 0.01 level of significance (two-tailed) 

 

 The results demonstrated in the above table indicate that the level of significance for Spearman’s 

correlation coefficient of H0sub-hypothesis is equal to 0.00, that is less than 0.05 (sig<0.05). Therefore with 

99% confidence the statistical hypothesis is accepted and the null hypothesis is rejected (ρ ≠ 0); therefore it can 

be concluded that there is a positive and significant relation between task identity and organizational learning. 

 Sub-hypothesis 2: there is a positive and significant relation between task significance and organizational 

learning. 

 The null hypothesis, alternative hypothesis, and the result of hypothesis testing are explained bellow: 

 
 
Table 4.5: results of Spearman’s correlation test for sub-hypothesis 3. 

 Task significance Organizational 

learning 

Spearman’s 
correlation coefficient 

Task significance Correlation coefficient 1 0.544**  

Asymp. Sig. (2-tailed)  0.000 

Number 144 144 

Organizational 

learning 

Correlation coefficient 0.544**  1 

Asymp. Sig. (2-tailed) 0.000  

Number 144 144 

**correlation is significant with 0.01 level of significance (two-tailed) 

 

 The results demonstrated in the above table indicate that the level of significance for Spearman’s 

correlation coefficient of H0 sub-hypothesis is equal to 0.00, that is less than 0.05 (sig<0.05). Therefore with 

99% confidence the statistical hypothesis is accepted and the null hypothesis is rejected (ρ ≠ 0); therefore it can 

be concluded that there is a positive and significant relation between task significance and organizational 

learning. 

 

 

 

 

 

H0: ρ = 0 there is no significant relation 

H1: ρ ≠ 0 there is a significant relation 

H0: ρ = 0 there is no significant relation 

H1: ρ ≠ 0 there is a significant relation 
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Conclusion and suggestions: 

General conclusion of the research hypotheses based on the theoretical model: 

 The purpose of this research is to study the relation between job characteristics and organizational learning. 

The relation of characteristics that is consisted of 5 factors, skill variety, task identity, task significance, 

autonomy, and feed back with organizational learning was studied. The findings of the analysis of the results 

indicated that: 

 There is a correlation between job characteristics and organizational learning 

 There is a correlation between task significance and organizational learning 

 There is a correlation between task identity and organizational learning 

 

Suggestions based on results: 

 Sub-hypothesis 1: task significance refers to the impact of a job on other people’s lives and jobs, and if it is 

implemented, it provides ground for organizational learning. There for it is suggested that by assigning 

responsibilities to employees, task rotation and explanation of organizational goals and objectives along with 

explanation of employees’ individual roles in achievement of the unit objectives and consequently 

organizational goals, the sense of significance and importance is reinforced among employees of the 

organization. 

 Sub-hypothesis 2: task identity as the third effective variable in organizational learning required the 

employees’ awareness of the whole process and understanding of the place their job holds in relation to other 

organizational jobs. The ability to recognize one’s job from other organizational jobs and to achieve the rightful 

place for one’s organizational position, gives the employees a sense of identity and uniqueness in comparison to 

others. Because an employee is identified by his job in the organization and the position of that job defines his 

status in that organization. There for defining employees’ job position and status is another suggestion that 

impacts identification of an individual in the organization and consequently improvement of organizational 

learning. On that basis, it is crucial for organizational managers to provide individuals with information 

regarding such matters. 
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