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Abstract

Public secondary schools in Lalitpur district have undergone noticeable changes due to
globalization and technological advancements, particularly in workplace diversity,
learning methods, and organizational culture. A descriptive and causal-comparative
research design was employed to study these changes. Data were collected through
questionnaires using a 5-point Likert scale that measured five variables. Responses
were entered into Excel and analyzed using SPSS version 27. The analysis revealed that
the majority of teachers expressed satisfaction with their jobs. This outcome suggests
that the presence of a learning organization contributes positively to school
environments. Furthermore, the study indicates a strong connection between job
satisfaction and the development of learning organizations among secondary school
teachers in the district, highlighting the importance of supportive and adaptive work
cultures.

Keywords: learning organization, job satisfaction, organizational empowerment,
strategic leadership

Introduction

A learning organization represents the highest form of organizational
development, where new knowledge is continuously generated, shared, and applied to
improve behaviors and outcomes (Yang et al., 2004). This concept promotes a culture of
empowerment and collaboration, facilitating the flow of knowledge within and beyond
the organization (Tabche et al., 2018). The impact of becoming a learning organization
is extensive it enhances not only individual and team performance but also drives
organizational success and financial growth, enabling institutions to distinguish
themselves from competitors (Marquardt, 2019).

Research has shown that learning organizations significantly influence a variety
of outcomes, including employee engagement, innovation, creativity, knowledge
sharing, and institutional performance, particularly in higher education institutions
(Tahir et al., 2016). The Learning Organization Framework, developed by Watkins and
Marsick (1993), outlines key characteristics of a mature learning organization across
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four levels: individual, team, organizational, and global. At the individual level,
continuous personal development is essential. When teachers or lecturers acquire new
knowledge and skills in their area of expertise, it boosts their self-efficacy, engagement,
and ultimately their job satisfaction (Song et al., 2018; Li et al., 2017). Proactive
educators who constantly seek improvement further enhance this effect, as they
contribute more effectively to the institution.

Professional development schools embody the principles of learning
organizations by fostering growth for both teachers and students, thereby contributing to
educational advancement in theory and practice (Tassel et al., 2005). Marsick and
Watkins (2003) emphasize that a learning organization is shaped by two primary
components: the individuals within it and the structures and culture formed by the
institution. Their model identifies four critical levels of organizational learning:
continuous learning at the individual level, teamwork and collaboration at the group
level, empowerment at the organizational level, and strategic leadership at the global
level.

This framework demonstrates that achieving the status of a learning organization
requires interaction and engagement at all levels individual, group, organizational, and
global. Institutions must ensure that opportunities for growth and development are
embedded into their systems and culture. In doing so, they create an environment where
knowledge is valued, shared, and applied, leading to continuous improvement and long-
term success.

Objectives

This study aims to assess the current status of learning organization practices and
the level of job satisfaction among teachers in public schools within the Lalitpur district.
Additionally, it seeks to analyze the relationship between learning organization
dimensions such as continuous learning, team collaboration, and organizational
empowerment and job satisfaction. By exploring these aspects, the research intends to
identify how the characteristics of a learning organization contribute to teachers'
professional fulfillment and overall institutional effectiveness, providing insights for
educational improvement and strategic development in the public school sector.

Literature Review

Organizational learning refers to the process by which organizations improve
their learning capacity and create opportunities for continuous development (Gizir,
2008). Bui (2021) emphasized that organizational learning not only helps businesses
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adapt to external changes but also supports employees in their personal and professional
growth. Garvin (1993) defined a learning organization as one skilled in creating,
acquiring, and transferring knowledge, and in modifying behavior to reflect new
insights. This capacity for continuous adaptation and development enables organizations
to stay competitive and resilient.

Goh (1998) outlined five key strategic elements of learning organizations: a
culture of experimentation, shared leadership, effective knowledge transfer,
collaboration and teamwork, and strong alignment with mission and vision. These
elements establish a framework where knowledge flows freely and innovation thrives.
Senge (1990) further distinguished between adaptive learning, which focuses on
incremental improvements, and generative learning, which fosters innovation and
anticipates environmental change. He introduced the concept of double-loop learning,
where individuals and teams reassess norms, values, and practices to align with
changing external environments.

Senge's (1990) model, although originally developed for business, is highly
applicable to educational institutions. He emphasized five disciplines essential for a
learning organization: personal mastery, mental models, shared vision, team learning,
and systems thinking. According to him, schools can become learning organizations
when teachers collaborate, reflect, and learn together. Marquardt (1996) and Watkins
and Marsick (1997) provided additional dimensions for measuring learning
organizations, particularly focusing on continuous learning, embedded systems, and
collaborative culture.

Kolb’s Experiential Learning Theory (1984) complements this view by
emphasizing continuous learning through experience, reflection, conceptualization, and
experimentation. This model encourages employees to improve their skills, innovate,
and adapt, contributing to a dynamic and responsive organizational culture. Nevis,
DiBella, and Gould (1995) further explained organizational learning through three
stages: knowledge acquisition, knowledge sharing, and knowledge utilization, turning
information into actionable strategies.

Several scholars, including E.T., Jain, and Martindale, argue that continuous
learning both formal and informal is essential for fostering creativity, adaptability, and
job satisfaction (Laeeque & Babar, 2017). Schools and workplaces should encourage
openness, risk-taking, and collaboration (Gundry et al., 1994; Gill et al., 1992), as these
factors lead to greater engagement and participation. Collaboration, in particular, is seen
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as a vital component of organizational success (Chukwudi, 2014), enhancing problem-
solving, peer learning, and emotional support among educators (Frobel & Marchington,
2005; Duyar et al., 2013).

Job satisfaction among educators is deeply influenced by organizational learning
practices. Research by Seashore et al. (1975) and Robbins (2003) highlights how
internal factors such as leadership styles and organizational climate significantly impact
teacher satisfaction and performance. Leadership is often seen as a critical driver of job
satisfaction and employee empowerment. Strategic leadership has been positively linked
to teacher performance and commitment (Ghayas & Hussain, 2015; Hasanzadeh et al.,
2015).

Empowerment is another key outcome of learning organizations. Studies by
Chegini (2013) and Singh et al. (2016) show that dimensions such as self-determination,
competence, and access to knowledge contribute to higher job satisfaction. Michael
(2001) and Tabhir et al. (2016) stress the importance of learning communities, where
shared learning among staff enhances both individual and organizational development.

The relationship between job satisfaction and learning organization is well
established. Chapagain (2009) observed that satisfied employees tend to work more
efficiently and remain longer with their organizations. Lee et al. (2007) found that
learning organization practices such as continuous learning and team experimentation
positively influenced employee motivation and job attitudes. McKinnon et al. (2003)
also noted a strong link between organizational culture, commitment, and satisfaction.

In the context of Nepal, studies show that teachers in public schools generally
report higher levels of job satisfaction than those in private schools, largely due to more
opportunities for professional development and promotion (Rimal et al., 2017; Bukhar
etal., 2011). Gautam (2012) suggested that learning organizations can guide HR and
management practices at both micro and macro levels, enhancing institutional
performance.

In conclusion, the literature consistently supports the idea that learning
organizations significantly enhance job satisfaction through continuous learning,
collaboration, empowerment, and effective leadership. These practices not only benefit
individual employees but also contribute to broader organizational success.

Conceptual Framework

Organizational learning capability refers to an organization's ability to
implement policies, processes, and management practices that promote and enhance
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learning (Shoid, Kassim & Salleh, 2011). It encompasses organizational elements that
support learning, such as a strong learning culture and effective leadership (Richards,
1997; Chiva & Alegre, 2008). These capabilities contribute to improved adaptability,
performance, and overall effectiveness (Goh, 2003; Hayas, 2002). They are essential
across all organizational levels, from top management to frontline staff (Fang et al.,
2011). This study proposes a conceptual framework that explores the relationship
between job satisfaction (dependent variable) and key dimensions of learning
organization cooperation and teamwork, continuous learning, strategic leadership, and
empowerment as independent variables, based on an extensive literature review.

Independent Variable Dependent Variable

Continuous learning

Collaboration

Empowerment Job Satisfaction

Strategic leadership

Teamwork
Source: Watkins and Marsick (1996)
Methods

This study employed a descriptive and causal-comparative research design to
explore the connection between Learning Organization (LO) practices and Job
Satisfaction (JS) among teachers. The research focused on 1,780 public school teachers
in Lalitpur district, with a sample of 390 selected through simple random sampling.
Data collection was conducted via a questionnaire using a 5-point Likert scale,
assessing four key variables: Continuous Learning (CL), Strategic Leadership (SL),
Team Learning & Collaboration (TLC), and Empowerment (EMP). Data were analyzed
using SPSS version 27.0, utilizing descriptive statistics, correlation analysis, multiple
linear regression, and stepwise regression. Results revealed that Continuous Learning
and Strategic Leadership were the most significant predictors of teacher job satisfaction.

Results

The study included a total of 390 public school teachers from Lalitpur district.
Among them, 210 were female (53.8%) and 180 were male (46.2%). In terms of
educational qualifications, 280 teachers (71.8%) held a Master's degree, while 110
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teachers (28.2%) had a Bachelor's degree. Regarding teaching experience, the
participants had a diverse range, with an average teaching experience of 11.2 years.
Specifically, 120 teachers (30.8%) had 1-5 years of experience, 160 teachers (41%) had
6—15 years, and 110 teachers (28.2%) had more than 15 years of teaching experience.
This demographic distribution suggests a balanced mix of experienced and early-career
educators, allowing for comprehensive insights into the status of learning organization
practices and job satisfaction across varying backgrounds and professional levels.

The study found that all independent variables continuous learning,
collaboration, empowerment, strategic leadership, and teamwork have a positive and
statistically significant relationship with job satisfaction among public school teachers
in the Lalitpur district. The correlation coefficients ranged from 0.50 to 0.67, indicating
moderate to strong positive relationships. Specifically, continuous learning (r = 0.52),
collaboration (r = 0.60), empowerment (r = 0.67), strategic leadership (r = 0.55), and
teamwork (r = 0.58) were all significantly associated with higher levels of job
satisfaction. These results support the role of learning organization practices in
enhancing teacher satisfaction and institutional development.

Discussion and Conclusion

The primary objective of this study was to evaluate the presence of Learning
Organization (LO) characteristics in secondary schools in Lalitpur district by examining
the impact of various LO dimensions. The results showed that Team Learning and
Collaboration (TLC) was the most commonly practiced dimension among teachers,
suggesting a strong culture of cooperation within schools. Other components
Continuous Learning (CL), Strategic Leadership (SL), and Empowerment (EMP) also
played significant roles in supporting the overall learning organization framework.

Egan et al. (2004) identified seven key dimensions of a Learning Organization,
including embedded systems, team learning and collaboration, empowerment, and
continuous learning. The present study affirms that schools operate as learning
organizations and demonstrates a meaningful connection between LO principles and the
education sector.

Organizational Learning Capability (OLC) is defined as an organization's
capacity to implement effective policies, processes, and managerial practices that
promote learning (Shoid, Kassim & Salleh, 2011). Richards (1997) described OLC as
the organizational and managerial components that enable learning, while Goh (2003)
noted that the expansion of these practices leads to improved learning efficiency. Chiva

The Efforts, Journal of Education & Research, Volume: 6, Number: 1, July 2025 101



and Alegre (2008) emphasized the significance of a strong learning culture in promoting
OLC.

OLC is a critical factor influencing organizational performance and
effectiveness across all levels (Hayas, 2002). Alegre and Chiva (2008) suggested that
learning-based changes are essential for maintaining or restoring organizational
function. Furthermore, acquiring a competitive advantage depends on combining both
tangible and intangible resources, with OLC playing a central role in developing
organizational adaptability (Rashid et al., 2010). Empirical studies indicate that
consistent practice enhances an organization's ability to respond to evolving conditions.
Based on these insights, this research proposes a conceptual framework linking job
satisfaction (dependent variable) to four key learning organization dimensions
teamwork and collaboration, continuous learning, strategic leadership, and
empowerment (independent variables).
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