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Abstract: This research was set to establish the effect of learning organization culture on the performance of Logistics firms
in Mombasa County. The specific objectives of the study were to establish whether Individual level learning, team level
learning and organization level learning affect organizational performance. A descriptive design was adopted and stratified
random sampling was used to select the subjects to be included in the study. A total of 171 employees were sampled from a
population of 300 employees. Questionnaires were used to collect primary data. Data was then analyzed using Pearson
correlation coefficient and the relationship between was determined using regression analysis. The results were presented
descriptively using frequency tables and pie charts. The study concluded that there exists a positive but weak relationship
between continuous learning, collaboration and team learning and organizational performance. There was a positive but
average relationship between employee empowerment and organizational performance while Inquiry and dialogue, embedded
systems, systems connection and strategic leadership had a positive and strong relationship with organizational performance.
The study concluded that learning organization culture significantly affects organizational performance.

Keywords: Learning Organization Culture, Individual Learning, Team Learning, Organizational Learning,
Organizational Performance

The inexperience can be associated with lack of internal
structures and systems to facilitate the continuous learning,
knowledge generation, accountability and development of a
culture of rapid communication in the organization; factors
which have been emphasized by [23], [13] and [39] as being
important for a learning organization.

While extant literature depicts the benefits of adopting a
LO framework, there are still gaps that call for further
exploration. First, the concept has not been much popularized
in Africa let alone in Kenya [28] and very little is known
about African organizations as learning organizations [27],
[20] and [18]. Secondly, scarce empirical evidence exists on
continuous improvement and innovation in logistics [7] yet
logistics is one of the areas that is currently seeking ways of
adding value through innovation and continuous
improvement [36]. Thirdly, there exist mixed results on the
effect of learning organization. [30] indicates that individual
and team level learning factors don’t have a direct effect on

1. Introduction

Increased emphasis on and examination of individual,
team, and organizational level learning practices has
stimulated tremendous interest in the concept of learning
organization [12]. Current body of literature suggests that the
LO serves as a mechanism that influences an organization’s
performance through enhanced organizational effectiveness
[4], [22], [41] and [1].

In Kenya, logistics have been greatly affected by fierce
competitive business environment, rapid changes in
technology, increased customer demand as well as
globalization of products and services [13]. In addition, some
partners in logistics especially clearing and forwarding
(C&F) firms in Kenya seem to have untrained and unethical
staff who sometime engage in unprofessional behavior thus
affecting the quality of services offered by the said firms [3].
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organizational performance while some organization level
factors have do not have any significant effect on
organizational performance while [33] show that LO
negligibly affects performance. Therefore, this study is aimed
at determining the effect of learning organization culture on
the performance of logistics firms in Mombasa County in
Kenya. The objective of this study is to determine how the
three levels of learning in a learning organization affect
organizational performance. This study is centered in an
international logistics company that is a leading market
specialist in East and Central Africa with its headquarters in
Mombasa.

2. Literature Review
2.1. Theoretical Review

2.1.1. Team Climate Theory

After vast research on group climate and innovation [44]
identified three critical conditions (interaction among
individuals, shared goals and task interdependence) which
facilitate sharing of perceptions at the team level. These
conditions are in line with the disciplines of a learning
organization i.e. building a shared vision and team learning
and systems thinking as suggested by [34].

2.1.2. Systems and Chaos Theory

According to [23], open systems and chaos theory help to
understand further on how organizational learning differs
from individual learning. Open systems and chaos theory are
derived from the biological and physical sciences and cannot
be applied literally to human systems. Many theorists draw
on these theories to explain learning, complexity, and
interactivity in organizations. Human systems experience
feedback through language and patterns of symbolic
communication and relationships. In the open systems model,
individual and group leaning are mutually interdependent.
Chaotic change is enhanced by a move in organizations to
decentralize so that people and units can more easily respond
to changes in the environment. Organizations that reflect a
chaos model enable free access of knowledge; however,
individuals can count on less help from the system in
choosing and weighing the ideas that might be of greatest
value to an unpredictable future. According to this theory,
people learn from what they do, assess outcomes, and adjust
their course in alignment with a common vision.

2.1.3. Transformative Learning Theory

The term transformation was first applied by [25] in a
study of women who were returning to postsecondary
learning or the workplace after staying out for a long period.
Transformative learning is “the process of effecting changes
in a frame of reference [26]. Through reflection, it aims at
changing fundamental and conventional assumptions of
actions and behaviors into new ones with a new mindset or
frame of reference therefore individuals, groups and
organizations transform themselves in preparation for
organizational change and adaptation.

According to [48] as individuals try to cogenerate new
ideas, concepts and processes, following the generative and
adaptive process, they become creators of explicit
knowledge. Since knowledge is gained because of learning
transfer to workplace applications, the process becomes a
major contributor to accumulating organization knowledge
assets. During transformative learning, individuals re
construct the learned knowledge and validation of the
individual existing insights that have been adopted by others
become collective knowledge. When a learning culture is
cultivated in an organization, the organization realizes
performance improvement and a positive relationship
between a learning organization and performance
improvement exists [11]. This therefore enhances the
expectation that organizations that nurture a learning
organization culture successfully improve organization
performance.

2.2. Conceptual Framework

Individual Level Learning
- Continuous leaming —
- Inquiry and dialogue

Organizational Performance

Team Level Learning - Financial Performance

- Collaboration and team | ———
leaming

- Knowledge Performance

Organizational Level Learning
- System to capture leaming

- Empowering employees S
- Connect the organization
- Strategic leadership

Figure 1. Conceptual Framework.

2.2.1. Individual Level Learning

[39] define continuous learning as providing opportunities
to learn from the problems that people encounter, using
incentives to support both formal and incidental learning and
better planning. Continuous learning helps individuals
acquire new competencies to be applied on the job. When
these individuals are rewarded for learning it creates greater
motivation and the individuals become more receptive to
learning and develop high self-efficacy [19] that in return
improves the individual’s performance leading to improved
organizational performance.

Inquiry and dialogue is concerned with learning from the
experience of others [30]. Dialogue provides a platform for
questioning, being open to new ideas and understanding the
opinion of other people. It ultimately aids to building a
common understanding and cognition among individuals and
a shared understanding within the organization [41].

2.2.2. Team Level Learning

Organizations have continued to depend on teams to
achieve effectiveness through task performance [17].
Through learning together, team members can adapt to
changing circumstances, discover new ways of achieving
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team objectives, and continually refine practices and
processes leading to discovery of new and better ways of
achieving team objectives and realizing team goals, which
finally results in a better team performance [5].

[16] developed a three learning behavior model of team
learning and performance. They identified the behaviors as
tacit coordination, adapting and problem solving. Tacit
coordination is the seamless and tacit organization of diverse
roles, coordination of knowledge and responsibility in a
team. Coordination here focuses on the synchronization of
knowledge and skills within a team. Teams with tacit
coordination display the ability to organize activities,
anticipate the work of other team members, and interact with
other team members effectively to achieve team goals. Tacit
coordination between and among team members facilitates
team processes such as decision making, exchange of
information and interpersonal awareness thus enhances team
performance. The second behavior is adapting which means
responding to internal and external demands through
adjusting actions and beliefs. The ability to continuously
adapt to the environment allows team members to constantly
change strategies and redefine goals in the middle of projects
whenever need arise. This behavior keeps the team and
organizational performance up to par due to the proactiveness
of teams. Problem solving as the last behavior according to
[16] involves focusing and addressing problematic activities
through collaboration. Collaboration involves channels that
foster synchronization of skills and knowledge within the
team. It facilitates decision-making, interpersonal awareness
and knowledge sharing among team members. The level of

performance depends on collaboration and shared
interdependence between team members.
2.2.3. Organizational Level Learning

At the organizational level, relationships become

structured while individual learning and some of the common
understandings developed by groups become institutionalized
thus organizations are able to change to reflect new
knowledge and learning [47].

Organizations find ways to store knowledge and use it to
sustain itself during periods of high environmental turbulence
and even high staff turnover [41]. To be able to capture,
maintain and integrate new information that is useful for
improving organizational performance, a system to
effectively capture and share learning is required [37]. A
good system to capture and share learning can improve
organizational performance through people’s access to
critical knowledge and appropriate information [22].
Learning organizations have a memory to acquire, store,
retrieve and manage information and disseminate knowledge
through the organization to e.g. new staff members to ensure
improved organizational performance [37] and [42].

Another dimension of organizational learning is;
empowerment of people towards a collective vision.
Employee empowerment means involving employees in
decision making by giving them for example, the power in
form of e.g. autonomy; information in form of e.g. feedback;

knowledge in form of e.g. training and reward in form of for
example job enrichment [10]. Empowerment enhances
employee’s psychological attachment to the organization i.e.
commitment. An organizational learning system is supported
by a common vision through ways such as keeping people
committed to the vision and encouraging them to identify
themselves with the vision that promotes organization goals
[14]. According to [46], employee empowerment is a
powerful management tool and if managed well can cause an
increase in performance, productivity and job satisfaction.
Through empowerment, employees feel energized and
become willing to do whatever it takes to get the work done
thus enhancing better performance of the organization [15].

The other dimension is connecting the organization to its
environment (or developing system  connections).
Organizational members here are helped to note the effect of
their work on the entire organization, the organization is
linked to the community and members often scan the
environment and use the information gathered to adjust their
work practices [41]. Organizations that take long to heed to
environmental changes might end up being left with fewer
options if they regain their desired position at all.

The final is strategic leadership whose primary function is
to distribute organizational resources in such a way that gives
the organization a competitive edge thus rip benefits from the
dynamic environment [42]. [29] acknowledge that the vision
and mission are one of the most important characteristic of a
high performing organization. Developing an organization’s
vision and the organization’s ability to manage change
brought about by that vision brings competitive advantage.
Strategic leadership is also involved in developing an
organization’s core competencies. A core competency is an
organizational capability to perform in a manner consistently
superior to its competitors thus achieving above-average
organizational performance [43]. To enhance organizational
performance, strategic leadership  can  influence
organizational culture, rituals, symbols, reward systems and
boundaries [42]. Here, leadership uses learning strategically
to enhance business performance and results [41].

3. Methodology
3.1. Sampling and Procedures

This study employed stratified and simple random
sampling techniques where the population was divided into
three strata based on employment level i.e. management,
supervisory and subordinate staff. Slovin’s formula was used
to determine the sample size as below:

n= N
T (1+Ne?)

M

Where: n = Sample size, N = Total population, e = Error
tolerance, 0.05

An online survey was administered and hard copies of
questionnaires delivered to those respondents who could not
be reached online. The survey questions were designed to
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capture what respondents thought about the presence (or
absence) of an effective learning environment in their
respective departments. 143 staff from all the staff categories
participated in the study yielding a response rate of 78.7%.

A pilot study was conducted and Cronbach Alpha
computed where variables that yielded reliability coefficients
of 0.70 and above were considered reliable while those that
had lower reliability coefficients were deleted or
reformulated.

3.2. Data and Measurement

Data was collected using the short version of Dimensions
of Learning Organization Questionnaire (DLOQ) as refined
by [45] and measured the dimensions on a five-point Likert
scale (1 — Strongly Disagree, 5-Strongly Agree). Pearson
correlation coefficient and Multiple linear regression were
used to examine the relationships between dimensions of
learning organization and organizational performance. The
multiple linear regression model below was used:

Y = B0+ B1X1 + B2X2 + B3X3 +¢ )

Where: Y = Organizational Performance (Dependent
Variable), f0 = Intercept or constant, X1 = Individual level
learning (Independent Variable), X2 = Team level learning
(Independent Variable), X3 = Organizational level learning
(Independent Variable).

In the model, B0 = the constant term while the coefficient
pii = 1, 2...7 will be used to measure the sensitivity of the
dependent variable (Y) to unit change in the predictor
variables X1, X2 and X3. ¢ is the error term which captures
the unexplained variations in the model.

4. Results
4.1. Reliability Test

To determine the reliability of the findings, Cronbach's
alpha correlation coefficient was computed at 95%
confidence interval for all the variables under study. Total
Cronbach's alpha correlation coefficient was found to be
0.912, which indicated that the level of internal consistency
for the items was 91.2 percent. This showed the existence of
acceptable level of inter-item consistency. Dimension-wise
reliability was also high.

4.2. Response Rate

Out of the total 171 questionnaires that were sent to the
respondents, 143 of them were dully filled and returned by
the respondents; yielding a response rate of 78.7%.

4.3. Findings
4.3.1. Pearson Correlation Coefficient

Hypothesis One: Individual level learning does not
determine organizational performance.

Table 1. Pearson Correlation Coefficient Matrix.

Variable Organizational
Performance

Individual Level Pearson Correlation 698"
ndvicuat Leve Sig. (2-tailed) 000
Learning

N 143

Pearson Correlation 235"
Team Level Learning Sig. (2-tailed) .000

N 143
0 i7ation Level Pearson Correlation 879"
rgantzation Leve Sig. (2-tailed) 005
Learning

N 143

As shown in Table 1 below, the p-value was found to be
0.000 which is less than the significant level of 0.05,
(p<0.05). Therefore, the null hypothesis was rejected while
the alternative hypothesis was accepted. The result indicated
that Pearson Correlation coefficient (r-value) is 0.698, which
represented an average positive relationship between
individual level learning and organizational performance.

Hypothesis Two: Team level learning does not determine
organizational performance.

As shown in Table 1 below, the p-value was found to be
0.005 which is less than the significant level of 0.05,
(p<0.05). Therefore, the null hypothesis was rejected while
the alternative hypothesis was accepted. The result indicated
that Pearson Correlation coefficient (r-value) is 0.235, which
represented a positive but weak relationship between team
learning and organizational performance.

Hypothesis Three: Organizational level learning does not
determine organizational performance.

As shown in Table 1 below, the p-value was found to be
0.000 which is less than the significant level of 0.05,
(p<0.05). Therefore, the null hypothesis was rejected while
the alternative hypothesis was accepted. The result indicated
that Pearson Correlation coefficient (r-value) is 0.879, which
represented a positive and strong relationship between
Organizational  level learning and  organizational
performance.

4.3.2. Regression Analysis

Multiple linear regressions were computed at 95 percent
confidence interval (0.05 margin error). Based on the model
summary, the coefficient of determination (R squared) shows
the proportion of variance in the dependent variable that can
be explained by in the independent variables. It is the overall
measure of strength of association between independent and
dependent variable. In line with this, 0.880 was found to be
the coefficient of determination indicating a strong positive
association between independent and dependent variable. R
is the square root of R squared and it shows the relationship
between observed and predicted values of dependent
variable; organizational performance. R is 0.774 shows a
strong positive correlation between observed and predicted
values of dependent variable; organizational performance.
Table 2 shows the findings of the study.
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Table 2. Model Summary.

Model R R Square

Adjusted R Square Std. Error of the Estimate

1 .880° 174

169 1.97590

a. Predictors: (Constant), Individual level learning, Team level learning, Organization level learning

Table 3 below shows the analysis of variance (ANOVA) of
the regression model. The p-value was found to be 0.000,
which is less than 0.05 at 3 degrees of freedoms. This
indicates that, the overall regression model statistically

significantly predicts the outcome variable and all the model
coefficients are significantly different from 0.0. Therefore,
the study concluded that learning organization culture
significantly affects organizational performance.

Table 3. Anova“.

Model Sum of Squares df Mean Square F Sig.
Regression 1855.753 3 618.584 158.442 .000°
1 Residual 542.680 139 3.904
Total 2398.434 142

a. Dependent Variable: Organizational Performance

b. Predictors: (Constant), Individual level learning, Team level learning, Organization level learning

The findings of the study were regressed on a linear model
to establish the relationship between the dependent and
independent variable as shown on table 4. Based on the
findings of the study, the regression equation model for the
study is:

Organizational Performance = 30.494 + 0.049 Individual
Level Learning + 0.141 Team Level Learning + 0.412
Organizational Level Learning.

In addition, coefficients for the following variables; Team
Level Learning and Organizational Level Learning were
found to significant variables since their significant values
0.025 and 0.000 respectively were less than the p-value
(0.05). However, coefficients for Individual Level Learning
was found to be insignificant since its significant values was
found to be 0.771.

Table 4. Coefficients".

Non Standard Coefficients

Standardized Coefficients

Model t Sig.
B Std. Error Beta

(Constant) 30.494 1.646 18.521 .000

| Individual Level Learning .049 169 .034 292 771

Team Level Learning 141 197 .053 720 .025

Organizational Level Learning 412 .040 .893 10.355 .000

a. Dependent Variable: Organizational Performance
4.4. Discussion of Findings

This research was set to establish the effect of learning
organization culture on the performance of Logistics
organizations in Mombasa County. The specific objectives of
the study were to establish whether the three levels of
learning i.e. individual level of learning, team level learning
and organizational level learning affected organizational
performance among logistics firms in Mombasa County.

The first objective of the study was to determine the effect
of individual level learning on organizational performance.
Individual level learning was measured by two sub variables
i.e. continuous learning and inquiry and dialogue. The results
indicated a positive but weak relationship between
continuous learning and organizational performance in
consistency with the findings of [41], [47] and [35]. Inquiry
and dialogue was found to have a positive and strong
relationship with organizational performance in consistency
with the findings of [41], [6], [32] and [30]. The overall
Pearson correlation coefficient represented an average
positive relationship between individual level learning and
organizational performance.

The second objective of the study was to determine the
effect of team level learning on organizational performance.
Team level learning was measured using one sub variable i.e.
collaboration and team learning. The results of Pearson
Correlation coefficient represented a positive but weak
relationship between team level learning and organizational
performance. The findings of the study were similar to the
findings of [41].

The third objective of the study was to determine the effect
organizational level learning on organizational performance.
Organizational level learning was measured using four sub
variables i.e. embedded systems, employee empowerment,
systems connection, and strategic leadership. The results
indicated a positive and strong relationship between
embedded systems and organizational performance in
consistency with the findings of [35] and [22]. Employee
empowerment had a positive but average relationship with
organizational performance also supported by previous
researchers [38], [42] and [8]. Systems connection had a
positive and strong relationship with organizational
performance in consistency with the findings of [22] and
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[31]. Strategic leadership had a positive and strong
relationship with organizational performance in consistency
with the findings of [38], [42] and [9]. The overall Pearson
correlation coefficient represented a positive and strong
relationship between Organizational level learning and
organizational performance.

Further Research

The study concluded that there was a positive but weak
relationship between continuous learning, collaboration and
team learning, and organisational performance, a positive and
average relationship between employee empowerment,
embedded systems, organizational performance, and a
positive and strong relationship between systems connection,
strategic leadership, Inquiry and dialogue and organizational
performance. This means that the dimensions of the learning
advocated for by the learning organization culture literature,
are not by themselves strong enough to influence perceived
changes in performance (knowledge and financial
performance). This clearly suggests that the journey towards
superior performance is highly complex.

Certainly, there are several other variables that better
explain financial outcomes. However, the results of this study
suggest an important potential relationship between the seven
dimensions of learning and perceived changes in knowledge
and financial performance. Future studies should be based on
hard measures of financial and knowledge performance.
Secondly, the data used in the present study is cross-sectional
meaning that the variables have been measured at one point
of time. Therefore, it is not clear how long a change in the
leaning culture can take before it can have an influence in the
perceptions of employees and thereby influencing
organizational performance. Future research is therefore
required to measure the variables over a long period and
establish how long it takes before changes in learning can
lead to changes in performance.
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