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Abstract 
 

The organization’s performance is considered as the qualitative and quantitative base of the development of any country. As long as the 

organizations do not conduct a survey to evaluate their knowledge assets, knowledge and organizational learning which are considered as 

the necessary parts of any organization, will not improve the performance and organizational development.  Accordingly the aim of this 

study was to investigate the mediating role of organizational learning in the relationship between knowledge management aspects and 

organizational performance. The population of this study includes employees of Sepah Bank in Ardabil province branches, and sampling 

was conducted based on Morgan table which its number was equal to 169 and finally 164 questionnaires were analyzed. A questionnaire 

was used to collect the data and its reliability was investigated and has been approved using Cronbach’s alpha coefficient. The collected 

data were studied using modeling techniques, structural equation, and bootstrapping. All of the stages were calculated using Stata and 

Lisrel software. The results showed that knowledge management aspects (knowledge creation, knowledge storage, knowledge sharing 

and application of knowledge) play a mediating role in the relationship between knowledge management and organizational performance. 
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1. Introduction 

There is a growing conception in the field of trade with regard to 

the importance of knowledge as a critical resource for organiza-

tions. In the new economy, individuals and organizations have 

emphasized on maintaining and enhancing their knowledge capital 

for innovation and creativity. Although knowledge management is 

relatively an old concept, but approaching the mid-1980s and re-

vealing the importance of knowledge and its impact on maintain-

ing competitiveness in economic markets caused knowledge man-

agement to be an important issue. It was in 1980 decade that sys-

tems based on artificial intelligence and intelligent systems were 

used for knowledge management and concepts such as 

"knowledge acquisition," "knowledge engineering", "knowledge-

based systems", and the like became vogue [1]. 

The good performance to gain insight and correct judgment about 

the efficiency and effectiveness of programs, processes, and their 

employees is one of the remarkable features of leading organiza-

tions, whether public or private. However, excellent organizations 

not only will not stay stopped in collecting and analyzing infor-

mation on performance, but also using performance management, 

they will conduct the improvement and successfully convert and 

translate strategies into specific actions [2]. In addition, the field 

of competition compels organizations to face with the need to 

improve organizational performance and continuous improvement 

of organizational performance, creates great force of synergy for 

the organization. As a result, these forces can support the plan for 

growth and development opportunities for organizational excel-

lence. In a simple phrase, organizational performance is the set of 

organizational mechanisms that have been introduced as a guiding 

light for all organizational and management activities and growth 

and sustainable development of organizations and national eco-

nomic growth as one of its consequences depends on evaluation, 

measurement, analysis, comparing, and taking necessary measures 

in this regard [3]. As long as organizations are struggling to sur-

vive and feel the need for participation in national and internation-

al arena, have to preserve the principle of performance continuous 

improvement in their activities. This principle will not be met 

unless the context of achieving it is possible through improving 

performance management. This improvement can be met through 

getting necessary feedback from the inner and around environ-

ment, analyzing the organization’s strengths and weaknesses and 

its opportunities and threats, being responsible and gaining organ-

izational knowledge via creating and implementing performance 

measurement system with an appropriate model [6]. In the mean-

time, learning at the level of organization causes the minds of 

experts to remain as unknown black boxes and also limits the 

exchange between experts which has the most important role in 

increasing organizational knowledge. Learning must change into 

the knowledge of “exchanging the knowledge is power generator”. 

The transition to this kind of knowledge in the organizations re-

quires planned effort and proper management of learning at all the 

organizational levels. Organizational learning is directly related to 

an organization’s competitive strength and in fact, the learning 
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level of the organization can be compare with what is known as an 

organization’s need to its strategic implementation and the need to 

improve organizational performance and the development of in-

clusive learning to achieve an acceptable level of learning process 

motivates [7]. Finally, it can be acknowledged that, through ana-

lyzing the knowledge and the importance of its features in the 

field of organizational performance, it is understandable that to 

have the knowledge and updated information for the survival of 

the organizations and improving their performance has become an 

undeniable necessity. Especially if the process of changing 

knowledge in the society be evaluated carefully. This result is also 

obtained that today’s post-industrial society is an information 

society within which power increasing technologies gradually 

replaced by knowledge increasing technologies and it is essential 

for enterprises to continuously implement the new knowledge in 

the form of creation, validation, and application in their products 

and services in today’s complex and dynamic environment [3]. 

According to the requirements which have been mentioned above, 

it can be argued that organizational knowledge and organizational 

learning and, more importantly, knowledge management are con-

sidered as the essential elements of any organization. Both issues 

are necessary and attractive but do the organization’s efforts for 

knowledge management are always successful? What causes 

should de searches for in the case of knowledge management fail-

ure in the organization, and indeed what is be the main causes of 

knowledge management system failure in the organizations? 

Therefore, the major probable problems of Sepah Bank, retire-

ments of the employees, and their transfer between different 

branches create a new challenge to retain knowledge and main-

taining the organizational memory and consequently training the 

new employees. Over time, the bank’s current employees will be 

retired in a few years. As a main problem this issue is facing many 

organizations including Sepah Bank. Meanwhile, through initia-

tive, Sepah Bank requires to maintain the senior staffs’ knowledge 

and provide other staffs with the context to transfer and learn their 

knowledge. Otherwise a vacuum of knowledge will occur in staff 

level and this will impose the training and development costs of 

human resources on the banks. Accordingly, the basic question of 

this study is to determine the mediating role of organizational 

learning in the relationship between knowledge management and 

organizational performance of Sepah Bank in Ardabil Province. 

2. Theoretical background and review of liter-

ature 

For a long time, knowledge management and organizational learn-

ing in practice were considered as almost separate facts; however, 

they share some elements. Moreover, the evolution of both pro-

cesses, posed important questions about whether organizations can 

survive rapid changes in the field of economy, society and the 

workplace. However, it is time to think and to have a closer look 

to knowledge management and organizational learning. 

Knowledge management is not merely an internal process, but an 

external process, and it’s also not an event, but a key action and 

capability. It is better for knowledge management to be located in 

the center and be protected by fundamental elements, such as 

shareholders (e.g., unions and employees), customers, investors, 

leadership, and organization. Creation of ideas is not one of the 

greatest challenges organizations face, but their spread throughout 

the organization. When organizations gain access on the operating 

bases (information) and geographic boundaries, the share of ideas 

disappears. Moreover, the human tendency to store information is 

considered as a power tool which leads to weakening of the crea-

tion of knowledge. The structure of the knowledge and learning of 

many organizations is a turbulent structure, and in fact, each of 

them is inadequate and incapable while alone.  For optimal learn-

ing and knowledge be distributed throughout the organization after 

its production, it is absolutely essential that people (for example, 

project teams and business associations) work together and be free 

in receiving and sending information. In fact, in order to support 

the production, distribution, and management of information and 

ultimately knowledge creation, structure has of necessity. There-

fore, knowledge management such as organizational learning is a 

process. Combining these two with considering their history, 

strengths, and limitations is a challenge. The first step is to create 

a dialogue between the organization’s authorities and stakehold-

ers. Failing to bring these people to take a part in dialogue can 

lead to worries, fears, fantasies, and etc. Commitment to maintain 

databases is a way towards knowledge management and organiza-

tional learning. Establishing ongoing dialogue can lead to the crea-

tion of a common outlook and context for the organization. This 

will be realized through mutual respect and trust, taking the 

aforementioned steps, and accumulation of information. The focus 

should be on how to actively perform in order to achieve the cul-

ture of learning, so that knowledge management and organization-

al learning be investigated as two entangled process? 

The management reveals leadership and commitment to learning 

and through designing appropriate behaviors and identifying those 

employees who freely share (participate) makes knowledge com-

mon. What people learn will not be stored but they will freely and 

without supervision shared this information. Trust is the basis of 

evident distribution of knowledge. Business associations and 

cross-functional networks virtually and personally support collab-

orative learning and knowledge creation. Creative problem solv-

ing, innovation, and questioning, are extremely valuable and are 

formalized. Thinking and research as the important elements in 

work processes in both the individual and team work levels are 

invaluable. Knowledge is created by people and technology as a 

means, not as a master, serves the organization. The creation of 

knowledge includes the spontaneity and the appearance of self-

organized networks. Test (e.g., piloting) in the knowledge profi-

ciency test, codifying and methods of transfer is of importance and 

includes both quantitative and qualitative measurement processes. 

Structure is an important part of the process, but in fact, our con-

cern is to ensure that the spontaneity, creativity and innovation 

will not quenched [4]. 

On the other hand organizational learning is the origin of the need 

to evolve and getting better. It is obvious that with the evolution 

and development of mankind’s knowledge, the need for change in 

the mechanisms of learning will be increased. In recent years, 

considerable attention has been devoted to e-Learning and it was 

of prosperity. Along with the spread and development of new 

technologies in the field of education, new styles in educational 

activities came into existence which today is called "blended 

learning". "Blended learning", as a new mechanism, has empha-

sized on using a wide variety of organizational learning methods 

which are considered necessary to improve organizational perfor-

mance. Paying attention to the selection and use of the appropriate 

tools in order to raise the level of performance is one of the basic 

principles of organizational learning.  Through using various 

methods and advanced technologies, organizational learning tries 

to improve the performance and organizational development in 

two horizontal or vertical dimensions [6]. Several studies have 

been conducted in relation to the subject that will be mentioned 

later. 

In a study on "providing the critical success factors of knowledge 

management in order to increase creativity and organizational 

learning in the country’s airports companies", through creating 14 

minor and three main hypothesis, Hassan Beygi [5] concludes that 

there is a positive significant relationship between the independent 

variables (7 key factors in knowledge management success) and 

dependent variables (creativity and organizational learning) in the 

individual level and without interaction (based on regression anal-

ysis). But when interaction and relationship between knowledge 

management success key factors in combination with each other 

and the effect of independent variables on the dependent variables 

were established, only two factors of knowledge based strategies 

and human resources management lead to the increase of both 

organizational creativity and learning in the organization (accord-

ing to the analysis of structural equation model). In the final model 
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which has been presented by Hassan Beygi [5] interactions and 

contractions of each of research variables is shown clearly.  

In a research on "investigating the effect of knowledge manage-

ment on organizational learning and creativity from the perspec-

tive of executive directors of Ardabil province" using multiple 

regression and correlation analysis, Abdollahi [3] showed that 

knowledge management has a significant effect on organizational 

learning and organizational creativity. The research findings also 

clearly show that organizational learning is the connecting loop 

between knowledge management and organizational creativity and 

thereby provides promotion of creativity. 

In a study titled "systemic approach to the effect of knowledge 

management, organizational learning and organizational creativi-

ty", Liao and Wu [8] concluded that knowledge management has a 

significant and positive impact (60.84) on organizational learning. 

In other words, knowledge management 60.84 establishes the 

organizational learning variance. In simple words, the knowledge 

management 60.84 improves organizational performance. On the 

other hand, according to the results of this study, knowledge man-

agement 6.76 establishes the variance of organizational creativity 

variable. In other words, knowledge management 6.76 has effect 

on organizational creativity. 

In a study on "the effect of knowledge management and organiza-

tional learning on aspects of organizational performance", Hui et 

al [6] concluded that knowledge management and organizational 

learning has a positive significant effect on aspects of organiza-

tional performance (managers’ performance, employees’ perfor-

mance, organizational processes’ performance and customers’ 

satisfaction). The findings also clearly showed that knowledge 

management variable and organizational learning has the greatest 

effect on employees’ performance. 

3. Theoretical framework 

The variables under study in this research include knowledge 

management, organizational learning and organizational perfor-

mance. The conceptual model of this research is listed below, 

which shows the relationship between variables. In this research, 

knowledge management variable, and its dimensions and indica-

tors as the independent variable from the study of Liao and Wu [8] 

and Hui et al [6] and organizational performance variable as the 

dependent variable from the study of Hui et al [6] and organiza-

tional learning variable as the intermediary (mediator) variable 

from the study of Liao and Wu[8], Wera and Mary [9] and Hui et 

al [6] were derived and through studying these researches, the 

following model is formed in a combination. 

 

 

                      
Fig. 1: The Conceptual Model of Research. 

 

According to the described subject and conceptual model of re-

search, regarding the investigation of the role of organizational 

learning as an intermediary (mediator) variable on the relationship 

between knowledge management dimensions and organizational 

performance the developed hypotheses of this study are as fol-

lows. 

Hypothesis 1: Organizational Learning has a mediating role (me-

diator) in relation to the knowledge creation and organizational 

performance.  

Hypothesis 2: Organizational Learning has a mediating role (me-

diator) in relation to the knowledge storing and organizational 

performance.  

Hypothesis 3: Organizational Learning has a mediating role (me-

diator) in relation to the knowledge sharing and organizational 

performance.  

Hypothesis 4: Organizational Learning has a mediating role (me-

diator) in relation to the application of knowledge and organiza-

tional performance. 

4. Research methodology 

The present study is practical with regard to its aim, because its 

findings can be used for the effectiveness knowledge sharing ac-

tivities in the organization. From the perspective of how to collect 

the data, it considered as a descriptive survey, because it tries to 

gather information using the questionnaire from the sample. From 

the perspective of time is cross-sectional and from the perspective 

of the type of data is a quantitative research. The study population 

included all employees, deputies and heads of 30 branches of 

Sepah Bank in Ardabil province are. The sample group consisted 

of 169 people, was selected and studied according to Morgan table 

through relatively simple random. A questionnaire was used to 

collect the data. Research questionnaires intended to collect the 

data consists of 56 questions. 21 questions related to organization-

al learning by Nife et al. (1990), 15 questions related to organiza-

tional performance by Stevenson (1998) and 20 questions related 

to the knowledge management by Spreitzer (1997) (includes 

measurement of indicators such as knowledge creation, knowledge 

storage , knowledge sharing and knowledge application). The 

questionnaire which was used in this study is standard that due to 

being standard its validity is confirmed. Cronbach’s alpha was 

used in order to determine the reliability of measurement instru-

ments. Cronbach’s alpha coefficient for the questionnaires is 

shown in Table 1. It can be said that the questionnaire had ac-

ceptable reliability. 

 
Table 1:  Reliability Coefficients of the Questionnaire 

Questionnaire The value of Cronbach’s alpha coefficient 

Knowledge management 0.805 

Knowledge creation 0.804 
Knowledge storage 0.789 

Knowledge sharing 0.811 

Knowledge application 0.789 
Organizational learning 0.861 

Organizational performance 0.882 

5. The research findings and testing the hy-

potheses 

In this section we examine the research hypotheses. The results of 

Lisrel software output to estimate the conceptual model of re-

search (standardized coefficients) in figure 2 and the significance 

of these coefficients in figure 3 have been shown. Based on the 

output of Lisrel software (table 2) RMSEA index is equal to 

0.078. It can be said that the model is of excellent fitness. Accord-

ing to MySQL Pro chi normal index of 3.79 is achieved, which is 

also a suitable amount. Model parameters are shown in table 2. 

The value of these indices is appropriate in the present study. So, 

the model is acceptable in this sense as well. Given that the fitness 

Organizational learning 

Knowledge management 

Knowledge creation  

Knowledge storage 

Knowledge sharing 

Knowledge application 

Organizational performance 
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indices of the model reflect the appropriate fitness of the model, it 

can be concluded that the model of can structural equation is esti-

mated appropriately. According to figure 2, it can be said that the 

dimensions of knowledge management directly and indirectly 

(through organizational learning) also have a positive impact on 

organizational performance. All coefficients are significant at the 

0.05 level. Bootstrap and Preacher and Hayes [10] test methods 

with the Sata software is used to test research hypothesis and in-

vestigate the mediating role of organizational learning and 

knowledge management aspects of the relationship between or-

ganizational performance and indirect coefficients significant. The 

results of Bootstrap procedure for the intermediate routes are 

shown in table 3.  

To examine this hypothesis in table 3 if the lower and upper 

bounds for the desired route do not contain zero, indirect relation-

ship (the mediating role of the variable) will be meaningful [10]. 

According to table 3, the lower limit and upper limit of the confi-

dence interval for organizational learning as a mediating variable 

in the relationship between dimensions of knowledge management 

and organizational performance does not include zero. Confidence 

level for this interval is 95 percent and the number of Bootstrap 

sampling is 5000. Since zero is placed outside this confidence 

interval, the indirect relationship between the dimensions of 

knowledge management and organizational performance through 

organizational learning is meaningful. Therefore, due to the signif-

icant relationship between dimensions of knowledge management 

and organizational performance through organizational learning, it 

follows that organizational learning in the relationship between 

knowledge management and organizational performance plays a 

mediating role. So it follows that the research hypothesis is con-

firmed with 95 percent of confidence.  

 

 
Table 2: The Goodness of Fit Statistics 

Statistics Value 

CFI 0.91 

GFI 0.92 
AGFI 0.90 

NFI 0.90 

IFI 0.91 
RMSEA 0.079 

Chi-square/df 3.79 

CFI 0.91 
GFI 0.92 

 

 
Fig. 2: Standardized Coefficients. 
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Fig. 3: Significant of Coefficients (T-Value). 

 
Table 3: Bootstrap Test 

 coefficient sig lower limit Upper limit 

Knowledge creation→ Organizational learning→ Organizational performance 2.26 0.000 1.87 2.69 

Knowledge storage → Organizational learning→ Organizational performance 1.84 0.000 1.38 2.39 
Knowledge sharing → Organizational learning→ Organizational performance 1.49 0.000 1.12 1.91 

Knowledge application → Organizational learning→ Organizational performance 1.88 0.000 1.42 2.42 

 

6. Conclusion 

Organizational knowledge and organizational performance are two 

central members that is necessary for them to adapt themselves 

with scientific and technological changes and developments in the 

society. Today, one of the criteria for evaluating successful man-

agers can be identify through growth, ingenuity, and innovation 

and organizational knowledge management and learning of its 

staffs and how much managers have tried to improve the level of 

knowledge of subordinates and their organizations to enhance the 

performance of their organization. The feeling of fatigue could be 

due to compulsory. The highest level of learning will be occurred 

when the person’s explicit knowledge management is considered. 

More the people be aware of the results of their work on the col-

lective learning, they will be more responsible towards improving 

the outcomes of the activities and thus will lead to increased or-

ganizational performance. Therefore, people can be empowered 

with knowledge management and learning and, ultimately, in-

creased organizational performance. The head of an organization 

have to value its employees based on the knowledge features and 

efforts to learn and transfer the knowledge. Since remaining com-

petitive is a continuous struggle for all of the organizations in the 

twenty-first century business environment, the learning organiza-

tions encourage their employees to improve their personal and 

team skills and the quality of their work. They make use of their 

own experience and others that may be useful or negative. People 

are admired with their skills and values and all opinions and sug-

gestions are respectful. Through reviewing the literature on three 

variables of knowledge management, organizational learning and 

organizational performance it is revealed that the finding of this 

study is similar to the results of Liao and Wu [8] which confirmed 
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the existence of a significant relationship between the three varia-

bles of knowledge management, organizational learning and or-

ganizational performance. The results also showed that organiza-

tional learning is an interface loop between knowledge transfer 

and organizational performance. Given that organizational learn-

ing is an interface loop between knowledge management dimen-

sions and organizational performance, due to the vital role of 

knowledge and organizational performance it is suggested to the 

managers of Sepah Bank branches in Ardebil province to put more 

effort to improve and enhance their knowledge and organizational 

performance in Sepah Bank branches in Ardebil province through 

organizational learning. In this regard, it appears that people’s 

trust, as a working and occupational strategy, should perform sim-

ultaneously on multiple borders and is considered as a means for 

the overall progress of a bank’s program and provides power to 

meet external challenges within the organization and this will be 

carried out through utilization of knowledge resources in person-

nel, information resources, information technology and its applica-

tions, as well as through relationships with customers and other 

stakeholders will be. Management of people’s trust is somehow a 

strategic management and their presupposes are that directors and 

managers of Sepah Bank branches in Ardebil province specifically 

make use of full exploitation of opportunities for working purpos-

es. Also believe that all of the competitors are leading in this re-

spect. 
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