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Abstract 

This research aims to synthesize prior empirical data on the relationship between 

organizational learning and job attitudes to confirm the existence of a significant association 

between organizational learning (OL), organizational commitment (OC), and job satisfaction 

(JS), as well as to identify moderators (publication year, countries, and sectors) which explain 

differences between prior findings. In this study, meta-analysis was conducted with Meta-

Essentials software. A total of 68 studies with 103 correlations from 2002 to 2022 were included 

in the analysis (Total respondents = 49,989) from different countries. This study found that OC 

and OL together have an effect size is 0.49, which indicates a moderate association and the 

effect size of OC & JS is 0.53, and JS & OL is 0.51, shows a strong positive association. The 

findings revealed that organizational learning has a crucial impact on increasing organizational 

commitment and job satisfaction.  
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INTRODUCTION: 

Workplaces are undergoing 

numerous changes due to the dynamic 

business environment which is a great 

concern for the growth and development of 

organizations. The success of an 

organization depends heavily on how 

seriously it takes employee development. 

Employee development enables employees 

to learn new things constantly (Jacobs & 

Washington, 2003). That is why it becomes 

necessary for every organization to support 

learning and training initiatives that increase 

their adaptability and flexibility in a 

turbulent business environment. Therefore, 

organizational learning is essential for 

increasing the rate of development. 

“Organizational learning is a process that 

helps employees in creating knowledge, 

acquiring knowledge, and sharing 

information with colleagues”(Ortenblad, 

2001). The need for organizational learning 

is currently greater than the desire for it. 

Since admitting to neglecting learning 

would be equivalent to accepting the 

beginning of its collapse, it is nearly 

impossible to identify firms that do so 

(Montes et al., 2005). If a business provides 

an environment that encourages learning for 

its staff, it will benefit both the organization 

and its personnel. Thus, organizational 

learning is now useful in helping to train and 

grow its workforce (Appelbaum & 

Gallagher, 2000). Companies that offer 

training and development opportunities for 

their staff members report high employee 

satisfaction (Wagner, 2000). When an 

employee has a strong connection to their 

company, they will go above and beyond 

what is required of them to make the 

company successful (Mowday, 1998). To 

develop this connection, a successful 

company creates a learning environment that 
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encourages information sharing, teamwork, 

and so on. Employees get happier with their 

work when they receive recognition for their 

efforts at the workplace. Previous studies 

examined the association of organizational 

learning with variables like job performance, 

organizational commitment, job satisfaction, 

etc. Here, organizational learning is studied 

along with job satisfaction and 

organizational commitment. The primary 

purpose of this research is to examine the 

strength and direction of the relationship in 

the research arena for the past 20 years: 

Firstly, between OL and OC; Secondly, 

between OL and JS; Thirdly, between JS 

and OC, and Finally, to find out the 

moderating effect of (publication year, 

country, and sector) on the relationships 

mentioned in the above objectives. 

Review of Literature 

In today's uncertain business world, 

learning and development are important 

factors for any organization; employees can 

improve their job and adopt adaptive 

behavior through the process of 

organizational learning. The basis for 

gaining a sustainable competitive advantage 

is organizational learning, which is also a 

major factor in improving organizational 

performance (Brockman et al., 2003; 

Dodsgon, 1993). Employees must be 

adaptable to succeed in a present 

challenging corporate environment 

(Dasgupta, 2012). The job attitudes, such as 

organizational commitment and job 

satisfaction, are significantly influenced by 

organizational learning (Wang, 2007) and 

demonstrated how organizational learning 

may develop into a predictor with a 

significant and favorable impact on these 

employees job attitudes, Organizational 

commitment is also impacted by 

organizational learning (Wahyuni et al., 

2021; Krishna, 2008; Kamali et al., 2017; 

Joo & Park, 2009; Islam et al., 2013). 

Organizational commitment and its 

dimensions are positively related to 

organizational learning (Rose, 2009; Barcus, 

2007; Joo & Park, 2009; Marazi, 2017). In 

the light of literature review, the following 

hypothesis is formulated: 

H1: There is a significant relationship 

between OL and OC 

Organizational learning has a favorable 

impact on work attitudes such as job 

performance, organizational commitment, 

job satisfaction, and (Pak, 2007). Employees 

are happier at work if their employer 

facilitates a learning environment (Addai et 

al., 2017; Rose et al, 2009). Job satisfaction 

and organizational learning have a positive 

association (Emami et al., 2012; Hendri, 

2019; Usman, 2011). The following 

hypothesis is put out while taking into 

consideration the literature review. 

H2: There is a significant relationship 

between OL and JS 

There are several studies to find out 

the connection between employees job 

satisfaction and their commitment to the 

organization. In these studies, some of the 

researchers found that job satisfaction has a 

favorable effect on organizational 

commitment (Fard & Karimi, 2015; Nguyen 

et al., 2021; Srivastava, 2013; Chhabra, 

2015; Lambert et al., 2015), and others 

found that job satisfaction is adversely 

affected by the employee’s organizational 

commitment and others revealed that there is 

no significant relationship between 

employees job satisfaction and normative 

commitment (Donald et al., 2016; Wang, 

2007). Therefore, the above arguments 

establish the below hypothesis. 

H3: There is a significant relationship 

between JS and OC. 
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Moderating variables 

The present study investigated various 

moderators, including countries, years, and 

sectors, to see 

if they affected the correlation between 

organizational learning and job attitudes. 

However, there is no evidence that the 

country, year, or sectors act as a moderator 

between these variables. Gilson et al. (2008) 

asserted that government sector departments 

and agencies cannot simply adopt the private 

sector's efforts on organizational learning. 

According to Common (2004), in the public 

sector organizational learning can be 

described as an organization's capacity to 

show its ability for collaborative learning by 

the use of new knowledge in the formulation 

of policies or creative policy 

implementation. According to Mihajlov & 

Mihajlov 2016 and Jung et al., 2007, 

employees in the private and public sectors 

have varied levels of job satisfaction. Public 

companies typically offer comparatively 

safe and low-risk employment when 

compared to private ones (Buelens & 

Broeck, 2007). For-profit employees had the 

strongest organizational dedication, 

followed by employees of non-profit 

organizations (Goulet & Frank, 2002; 

Markovits et al., 2010). The following 

hypotheses were made based on this 

literature review: 

H4: The sector will moderate the link 

between OL and JS 

H5: The sector will moderate the link 

between OL and OC  

H6: The sector will moderate the link 

between JS and OC  

 The average pay, unemployment rate, and 

degree of socioeconomic inequality vary by 

country, which affects job satisfaction 

(Westover and Taylor, 2010; Pichler and 

Wallace, 2009). A report presented by Linz, 

2009 measuring job satisfaction levels 

across countries reveals that job satisfaction 

level differs in developed and developing 

economies. The organizational learning 

process can be different for every country, 

so, it can also affect employee’s attitudes. 

The following hypothesis is formulated in 

the context of the literature review:  

H7: The country will moderate the link 

between OL and JS  

H8: The country will moderate the link 

between OL and OC  

H9: The country will moderate the link 

between JS and OC 

 Over the last two decades, the largest 

improvement has been seen in job security, 

salary, and working conditions (Worrell et 

al., 2005). Throughout time, the level of 

commitment increased (Beauvais et al., 

1991). Another study involving 1004 people 

from various organizations in Korea found 

an overall increase in affective commitment 

over time (Gao-Urhahn et al., 2016). 

Organizational learning can also be change 

with a span of time. Therefore, the present 

paper hypothesized the assumption that 

publication year can be a moderator between 

the following variables:  

H10: Publication year will moderate the link 

between OL and JS  

H11: Publication year will moderate the link 

between OL and OC  

H12: Publication year will moderate the link 

between JS and OC  

 METHODOLOGY: Search Procedure 

Using many keywords representing 

organizational learning, job satisfaction, and 

organizational commitment; this study 
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looked for relevant papers, dissertations, and 

book chapters in electronic management 

databases such as Taylor & Francis, Willey, 

Emerald, Elsevier Science Direct, Sage, 

Springer, EBSCO, JSTOR, etc.  

Inclusion and exclusion criteria 

For the current meta-analysis, empirical and 

primary data-based studies were needed to 

satisfy the following requirements. Firstly, 

the present research considered primary 

studies evaluating at least one of the 

following dimensions of organizational 

commitment (such as “affective 

commitment”, “normative commitment”, 

and “continuous commitment”) described by 

Meyer & Allen (1991) and job satisfaction 

dimensions (include “Intrinsic Job 

Satisfaction”, and “Extrinsic Job 

Satisfaction”).  

Secondly, those studies which provide 

details about the correlation coefficient (r) 

were considered. A few studies provide the 

value of R square which was converted into 

correlation coefficient (r) to make studies 

consistent.  

Thirdly, the papers that were published 

between the years 2002 and 2022 were taken 

into consideration as there have been 

numerous changes have occurred in the 

workplace over the last  

20 years such as the technological transition 

to a paperless, wireless, and digital 

workplace.  

Out of 68 types of research with 103 

correlations, 19 studies have examined the 

link between OL and JS. Similarly, 22 

papers have studied the relationship between 

OL and OC, while the remaining 62 studies 

have investigated the association between JS 

and OC. With the help of Meta-Essentials 

software, a meta-analysis was done. In total, 

the data set comprised of 49,989. Studies 

from many countries have been collected. In 

this investigation, a random effect model 

was used, with a 95 percent confidence 

interval. Using the Meta-Essentials 

Workbook, the effect size has been 

computed (Suurmond et al., 2017). The 

effect size used in meta-analysis determines 

how much of a relationship there is between 

two variables (Kelley & Preacher, 2012). 

Another study (Cohen, 1992) proposed an 

index to measure the extent of the effect size 

based on the studies that had been done. 

Additionally, the "random effects model" 

will be applied if the data are sufficiently 

varied (Borenstein et al., 2011; Shaik & 

Dhir, 2020). The tests for heterogeneity 

were conducted to validate the random 

effects model (Hamari and Keronen, 2017).  

RESULTS & DISCUSSION: 

As mentioned in the objectives the 

study analyzed prior research on the 

connections between OL, JS, and OC to 

conclude the findings. For achieving these 

objectives meta-analysis was conducted 

using the Meta-Essentials Workbook, with 

different countries, years, and sectors being 

the categories considered in the meta-

analysis.
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 Figure 1: Forest Plot of Relationship between OL and OC 

  

                        Source: Author’s own computation using software 

  

For the first objective, a total of 22 study 

correlations between the variables suggest a 

link between OL and OC.Figure 1 depicts 

the findings of a meta-analysis that OL and 

OC together have an effect size is 0.49, 

which indicates a moderate association 

(95% confidential interval: 0.42 to 0.55) (see 

Table 1). It implies that a rise in OL will 

boost OC As a result, hypothesis 1 is 

confirmed.  

Figure 2: Forest Plot of Relationship between OL and JS 

  

                         Source: Author’s own computation using software 

With regard to the second objective, 

a total of 19 types of research have 

specifically addressed the effect of OC on JS 

among employees from different nations. 

Figure 2 indicates that JS and OL have a 

strong positive relation, with a combined 

effect size of 0.51. Therefore, Hypothesis 2 

is confirmed. The outcome of the forest plot 

reveals that the value of the prediction 

interval ranges between 0.24 and 0.71. The 

confidence interval 95 percent lies between 

0.44 to 0.58 (see Table 1). 

Figure 3: Forest Plot of Relationship between JS and OL 
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                         Source: Author’s own computation using software 

A total of 62 studies have been examined 

using Meta-Essentials software to 

investigate the relationship between JS and 

OC which is the third objective of the 

present research. As shown in figure 3 the 

combined effect size of JS and OC is 0.53, 

which indicates a strong positive association 

(95 percent CI: 0.48 to 0.58). Thus, 

Hypothesis 3 is supported. 

Table 1: Meta-Analysis Results 

Variables k r N CI (LL-UL) PI (LL-UL) I2 Q T2 

OL - OC 22 0.49 5591 0.42-0.55 0.12-0.74 90.56 222.53 0.04 

OL - JS 19 0.51 5053 0.44-0.58 0.24-0.71 84.98 119.62 0.02 

JS - OL 62 0.53 39345 0.48-0.58 0.12-0.49 97.09 209.49 0.05 

*r = Coefficient of correlation, k = number of studies, N = Sample size, Q = heterogeneity statistic for correlation, I 2 = 

proportion of variance, CI = Confidence interval 95%, PI = Prediction Interval, T2 = Amount of heterogeneity 

Table 1 shows that JS and OC have a 

positive connection. The correlation 

coefficient value has varied from -0.127 to 

0.86. The forest plot's outcome reveals that 

the prediction interval values vary from 0.12 

to 0.79 (see Table 1).  

Meta-regression 

In this study publication year (categorized as 

studies conducted from 2002-2012 & 2013-

2022), type of country (developed, 

developing, and underdeveloped), and sector 

(public, private & both) works as a 

moderator for the association between OL 

and OC; OL and JS, and JS and OC.
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Table 2: Moderation Analysis Results 

  
Variables β P-value R2 Z-value 

Sector 

OL - OC 

-0.20 0.003 4.05% -3.00 

OL – JS -0.30 0.001 8.96% -3.28 

JS – OC -0.10 0.000 1.07% -4.73 

Country     

OL – OC 0.23 0.001 5.24% 3.41 

OL – JS 0.08 0.404 0.58% 0.83 

JS – OC -0.20 0.000 4.13% -9.31 

Publication year     

OL – OC 0.11 0.095 1.25% 1.67 

OL – JS 0.15 0.0904 2.34% 1.68 

JS – OC 0.28 0.000 8.04% 12.97 

*P-Value< 0.05, R2= % of variance explained, β = Standardized regression coefficient 

The country significantly modifies 

the association between OL and OC (z = 

3.41, p =.0001); JS and OC (z = -9.31, p = 

0.000); but not between OL and JS (z = 

0.83, p = 0.404). These results indicate 

support for hypotheses H8 and H9, but not 

for hypothesis 7. JS and OC (z = 12.97, p = 

0.000) are moderated by the publication 

year. The publication year failed to 

moderate the association between OL and JS 

(z = 1.68, p = 0.0904) and OL and OC (z = 

1.67, p =.095). According to these findings, 

hypothesis 12 is supported; however, 

hypotheses H10 and H11 are not. Therefore, 

rather than the publication year, countries 

and sectors are the important moderators 

between OL and OC. 

The final meta-analysis result 

supports findings from studies by Aghaei et 

al. (2012) and Xie (2005) that 

Organizational learning and Organizational 

commitment have a significant moderate 

association (Addai et al., 2017; Usman et al., 

2011; Atak, 2011). Additionally, research 

findings from Lin and Huang (2020), Chen 

(2011), and Islam et al. (2013) revealed a 

substantial association between 

organizational learning and job satisfaction. 

Similarly, job satisfaction and organizational 

commitment demonstrated a strong relation 

with a greater effect size (Vandenabeele, 

2009; Xie, 2005; Anton, 2009). 

Theoretical and Practical Implications 

The present meta-analysis 

contributes to existing research regarding 

the relationship between OL with job 

attitudes such as JS and OC in several ways. 

Firstly, to the best of our knowledge, very 

few researchers have integrated and 

synthesized the three variables together 

namely OL, JS, and OC thus the present 

study not only is a welcome addition to the 

body of research pertaining to the variables 

mentioned. Secondly, the present study 

helps academicians, especially in the field of 

human resource practices and organizational 

behavior by providing and filling the 

research gap in the research for the past 20 

years and offers a unifying explanation for 

the relationship between OL and job 

attitudes. Thirdly for the policymakers, 

within an organization, the present research 

demonstrates that OL is an important 

antecedent that leads to JS and builds OC. 

This finding will help the policymakers to 

identify, frame, and implement policies, 
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procedures, and plans that enrich OL among 

employees to increase satisfaction.  

Conclusion                                                                                                                                                                                  

According to the study's findings, OL has a 

crucial impact on increasing OC and JS. 

This research aims to synthesize prior 

empirical data on the association between 

OL and job attitudes to confirm the 

existence of a positive relation between OL, 

OC, and JS, as well as to identify 

moderators that could explain differences 

between prior findings. The ongoing 

digitalization of the business world, which 

necessitates that firms constantly adapt to a 

changing environment, makes this topic 

particularly significant.  
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