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Abstract: The purpose of this research is to investigate whether job satisfaction plays a mediating role in the relationship 
between learning organization and organizational innovation. To perform this research, questionnaires were used to collect data 
from 20 insurance companies in Jordan listed on the Amman Stock Exchange. Data were analyzed using the Statistical 
Package for Social Sciences, with descriptive analysis used to obtain general information about the employees and linear 
regression analysis used to test the research hypotheses. The results of this research indicate that learning organization 
positively impacts job satisfaction, that job satisfaction has a significant impact on organizational innovation, and that learning 
organization has a significant impact on organizational innovation. Further, job satisfaction was found to play a mediating role 
in the relationship between learning organization and organizational innovation. This research’s findings suggest that insurance 
companies that operate as learning organizations and seek improvements in their innovativeness should take employee job 
satisfaction into account. This research is important for companies seeking to improve the innovativeness of their employees. It 
shows that this can be encouraged by becoming a learning organization and concurrently improving employees’ job 
satisfaction. 
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1. Introduction 

Today, organizations are operating in complex, dynamic, 
and competitive environments [1]; they are regularly 
confronted by challenges related to the impact of 
globalization, technology, and economic factors, and this has 
created a need for innovative solutions [2]. 

In particular, knowledge-intensive organizations rely 
heavily on innovation for their survival [3]. It has 
consequently been found that knowledge-promoting 
environments increase the innovative prospects of 
employees, and, as a result, establishing such environments 
has become a priority for all organizations [4].  

The significance of fostering a learning organization was 
first recognized in 1965 [5]. However, over the past two 
decades there has been a huge increase in interest in learning 
within organizations [6], mainly based on the belief that 
innovation and learning are critical for organizations’ 

survival in dynamic environments [7]. Innovation is a critical 
capability for organizations, since success through the 
creation of novel goods is a source of growth, and this can 
also result in increased sales, profits, and a competitive 
advantage [8-9]. However, to remain competitive, 
organizations must constantly adapt and change through 
implementing comprehensive learning procedures [10]. 
Learning organizations are better able to detect opportunities 
and recognize trends in the surrounding environment than 
their competitors, which results in greater products/services 
and performance [11]. However, competitive organizations 
also rely on the support and contributions of their employees 
[12] Therefore, maintaining employee job satisfaction is 
essential for organization’s success, competitiveness, and 
effectiveness [13]. 

There are many distinctions between past and present-day 
organizations; however, one of the primary features of 
today’s organizations is that their formulation is based on 
learning [14]. Depending on the dynamic nature of work, 
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organizations should consider learning as more critical factor 
than it could have been before [2]. However, the capability of 
employees and organizations to learn is seen as a primary 
source of success [10]. Reference [15] defined innovation as 
a form of learning; thus, organizations can obtain the benefits 
of innovation through implementing learning processes [16]. 

Since learning organizations promote learning internally, 
they positively impact organizational innovation [17]. This 
argument is supported by [18], which states that an effective 
learning organization develops the capability to innovate—
that is, the organization’s ability to successfully utilize new 
thoughts, procedures, or products. However, according to 
[19], there is a lack of literature concerning the impact 
learning organization has on organizational innovation and 
performance; moreover, although there is a great deal of 
research concerning learning organization and employees’ 
efforts to implement innovative behaviors, additional 
investigation from different perspectives is required in this 
regard [20]. 

Further, despite the importance of the relationship between 
learning organization and organizational innovation, there is 
also a gap in the literature regarding the mediating role job 
satisfaction plays in this relationship [19-20]. Many 
researchers have concluded that learning organizations are 
associated with a positive and significant influence on job 
satisfaction [21-23]. Moreover, other researchers have 
concluded that job satisfaction in turn has a positive and 
significant impact on organizational innovation [24-25]; 
however, this is disputed by [26], which found a negative and 
insignificant relationship between job satisfaction and 
organizational innovation. 

Considering the above, the goal of this research was to 
investigate whether job satisfaction plays a mediating role in 
the relationship between learning organization and 
organizational innovation. To determine this, a number of 
insurance companies in Jordan were examined. Such 
companies were particularly suitable for this research 
because the insurance sector is operating in a dynamic and 
complex environment [27], and companies are constantly 
forced to adjust to the frequent environmental changes that 
occur [28]. Further, many related studies have recommended 
that investigations into learning organization in sectors such 
as insurance, banking, and education be conducted [17, 29-
30]. 

2. Literature Review 

2.1. Learning Organization  

Learning organization is not a new concept; it has existed 
since approximately the early twentieth century. However, it 
has recently attracted great interest, mainly because the 
environments in which present-day organizations operate 
have become more dynamic and sophisticated [2]. The 
significance and magnitude of learning organization has been 
extensively debated in previous literature [31]; however, 
despite such discussions, a clear definition of learning 

organization has not yet been determined [32]. 
The concept of learning organization is more related to 

developing countries; since it assists in improving the 
efficiency of its individuals’ skills, knowledge, and their 
capabilities for decision-making [2]. A learning organization 
is defined as an organization that continually shares 
knowledge about markets, products, technologies, and 
business procedures [33]. Learning organizations can also be 
defined as organizations that encourage all of their 
employees to learn, and which continually modify 
themselves [34]. Thus, learning organizations are skillful at 
generating, obtaining, and transferring knowledge, as well as 
adjusting their activities to reflect newly acquired knowledge 
[35]. Moreover, learning organizations can be viewed as 
institutions in which knowledge is comprehensively applied, 
business capacity is developed, and competence is obtained 
[36]. Considering this, the main definition of a learning 
organization is an organization that has the capability to 
promote innovation and to continuously evolve [37]. 

According to many researchers, learning organization 
involves three levels: individual, team, and organizational. 
Individual-level learning relates to the abilities that 
individuals are born with and which cannot be taught [38]. 
Meanwhile, learning at the team level relates to individuals 
who work together, share information, and consider mistakes 
to be opportunities to learn [32]. Finally, learning at the 
organizational level concerns a learning procedure 
implemented within organizations that is based on the 
interaction of employees, and which leads to the attainment 
of an organization’s objectives [39]. 

Learning organization is considered to be a key method of 
managing an organization, as in this format the management 
and development of employees are basic pillars, and 
commitment, team work, delegation, confidence, and 
employee involvement in the organization are emphasized 
[40]. In essence, learning organization empowers and 
supports employees to learn by providing them with 
resources and rewards [30]. 

In learning organizations, top management is not depended 
upon to assign tasks; instead, various resources and talented 
employees contribute to attaining overall goals. In particular, 
successful learning organizations utilize creative approaches 
to address unique issues [41]. 

Reference [14] studied learning organizations based on 
Senge’s learning-organization principles [42]: personal 
mastery (relating to individuals’ opinions, which become 
continuously informed in such environments [43]), mental 
models (the perception of the world and the way it works 
[44]), building a shared vision (creating a common future 
image for the organization [45]), team learning (a learning 
procedure in which team members develop collective 
knowledge, perceptions, and competence to perform tasks 
and to address problems in daily work [46]), and systems 
thinking (the core of learning organization, since it merges all 
dimensions with the aim of improving the organization [29]). 
Similarly, in this research, Seng’s dimensions of learning 
organization were chosen as a base for measuring learning 
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organization [47]. 

2.2. Job Satisfaction  

The concept of job satisfaction has always been a prime 
study topic in the domain of organizational behavior, and it is 
generally defined as an individual’s feelings and attitudes 
toward his/her job [48].  

Reference [49] defined job satisfaction as a function of the 
perceived relationship between that which an employee 
needs from his/her job and that which he/she perceives it to 
be offering [50]. Thus, job satisfaction is an employee’s 
emotional reaction to the perceived value he or she obtains 
from his or her job, and if the employee perceives this value 
to be satisfactory, he/she is satisfied [51]. 

Job satisfaction is regarded as an important work outcome 
existing at the core of individual and organizational well-
being [52], and it is a critical factor influencing 
organizational performance, effectiveness, and 
competitiveness [23, 53]. Job satisfaction also has an impact 
on employee’s commitment, productivity, absenteeism, and 
performance [54]. Employees’ job satisfaction can be 
increased through ensuring fair performance evaluations and 
reward systems [50]. 

According to [55], job satisfaction comprises two 
dimensions: personal and organizational factors. Personal 
factors include age, gender, religion, and race, while 
organizational factors include leadership, organizational 
change, and technological innovation.  

Further, many researchers have studied the concept of job 
satisfaction in terms of Herzberg’s two-factors theory [56], 
which is one of the earliest theories to have stated that job 
satisfaction includes both intrinsic and extrinsic job elements 
[25, 51, 57-59]. According to [56], intrinsic job satisfaction 
factors are motivating factors, and their presence leads to 
satisfied individuals, while extrinsic job satisfaction factors, 
or hygiene factors, are not necessarily satisfying, but their 
absence might cause dissatisfaction [59].  

2.3. Organizational Innovation 

The concept of innovation has been studied by people such 
as Adam Smith and Alfred Marshall, along with many other 
scientists; these researchers have examined the influence 
innovation has on goods and methods, as well as its 
economic significance [60]. Today, innovation and 
continuous development are critical factors that help 
organizations improve their competitive advantage [61]. In 
fact, organizational innovativeness is a sophisticated 
phenomenon, and it is not easy for most organizations to 
attain successful innovation [6]. Organizations mainly require 
innovation to adapt to changes in their external environments 
[62], and organizations that possess high innovation 
capacities are capable of adapting to environmental 
challenges faster, of developing more novel products, and of 
detecting market opportunities more efficiently than non-
innovative organizations [63]. The introduction of new 
goods/services and procedures into an organization allows 

the organization to simplify its responses to changes in its 
complex environment [64]. 

Organizations must utilize knowledge, capabilities, 
competences, opportunities, and their employees’ desires to 
innovate and achieve better innovation [65]. According to 
[66], innovation has many forms, such as revolutionary and 
evolutionary innovation, product and procedure innovation, 
and managerial and technical innovation. Further, innovation 
has been defined as the bringing of new thoughts, goods, 
services, equipment, or procedures into an organization [67]. 
It has also been defined as the achievement of novel results 
and outcomes through the implementation of new ideas and 
techniques [68]. Innovation can only occur if an organization 
has innovative capabilities relating to available resources, 
cooperative mechanisms, and problem-solving procedures 
[69]. Specifically, organizational innovation is defined as the 
adoption of new knowledge approaches for performing 
management jobs and of novel procedures that change 
organizations’ frameworks, strategies, processes, and systems 
[70]. It has also been defined as innovation that involves new 
administrative procedures, new marketing concepts, new 
strategies, and new organization [71]. 

Innovation can be measured using various methods [72], 
such as examining market performance, product innovation, 
technological innovation, and market innovation [73, 74]. In 
addition, researchers who wish to measure organizational 
innovation utilize process innovation, structural innovation, 
and competence innovation as measurements [73-75].  

According to [67], organizational innovation includes three 
dimensions: knowledge management systems, work 
organization, and external relations. However, the model 
proposed by [76] for organizational innovation consists of 
five dimensions: product innovation, market innovation, 
process innovation, behavioral innovation, and strategic 
innovation. In another variation, reported by [77, 69], 
organizational innovation can be classified into three main 
dimensions: product, process, and management innovation. 
Considering the above, for this research the latter three 
dimensions were chosen to measure organizational 
innovation in the service sector. This was because these 
dimensions have previously been used to measure 
organizational innovation in the service sector [69, 78]. 

3. Research Model and Development of 

Hypotheses  

In this research, job satisfaction is hypothesized to mediate 
the relationship between learning organization and 
organizational innovation. Further, it is hypothesized that 
learning organization has a positive impact on both job 
satisfaction and organizational innovation, and that job 
satisfaction has a positive impact on organizational 
innovation. From the above literature review, it is clear that 
learning organization affects job satisfaction [16] and that it 
also enhances organizational innovation [19]. Consequently, 
this research argues that insurance companies that operate as 
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learning organizations improve their employees’ job 
satisfaction, which in turn enhances the innovativeness of the 

companies. The proposed research model is presented in 
Figure 1. 

 

Figure 1. Research model. 

3.1. Learning Organization and Job Satisfaction  

Reference [79] found that learning organization is related 
to enhanced job satisfaction; by promoting continuous 
learning and systems thinking, it is possible to modify 
employees’ thoughts and judgments concerning their jobs 
and increase their satisfaction levels. Learning organization 
plays a significant role in improving employees’ skills and 
attitudes, and is also capable of reducing problems relating to 
job rotation [21]. Furthermore, enhancing employees’ 
thoughts about values and empowering them can actually 
improve their job willing and increase their external 
satisfaction [23]. Satisfied employees are stimulated to 
confront unfamiliar challenges and have greater commitment 
to their organizations, which eventually leads to 
improvements in organizational effectiveness [80].  

Since learning organization has a significant impact on job 
satisfaction, it can be considered an effective strategy for 
retaining employees and helping them to be creative in terms 
of addressing changes [47]. Many researchers have 
investigated the relationship between learning organization 
and job satisfaction, finding it to be significant and positive, 
and these researches cleared that the implementation of 
learning organization will end-up in increasing employees’ 
job satisfaction, thus at the end will improve the profit 
growth of the organization [16, 22-23]. 

H1. Learning organization has a significant impact on job 
satisfaction. 

3.2. Learning Organization and Organizational Innovation 

Several valued outcomes for organizations—such as 
innovativeness, effectiveness, better fit with the surrounding 
environment, and possessing a competitive advantage—are 
related to learning organization [11]. Further, learning 
organizations have the ability to maintain or enhance 
performance, especially in the long term [81]. Becoming a 
learning organization can help companies adapt to the 
dynamic environments that they operate in and also to 
preserve their capacity to implement sustainable 
improvement and development [37]. 

Employees working in learning organizations improve 
permanently, mainly as a result of such organizations’ 
inherent structures and resources, which encourage 
employees to think in inventive ways and strive to achieve 
mutual objectives [82]. Further, as mentioned above, 
product/service innovation and management innovation can 
be predicted and improved in learning-organization settings 
[83], and several studies have reported that learning 

organization has a positive influence on organizational 
innovation and argues that learning organizations perform 
better in terms of improved products and services as well as 
in terms of operational and financial outcomes [17, 19-20, 
81]. 

H2. Learning organization has a significant impact on 
organizational innovation. 

3.3. Job Satisfaction and Organizational Innovation 

Employees who perform more than one duty concurrently 
in their jobs have a great degree of satisfaction. Thus, 
variation and change in a job can be considered linked with 
innovation and creativity [84-86] since organizational 
innovation is affected by employees’ level of job satisfaction, 
which means satisfied employees put extra effort and energy 
into their work [24]. In addition, products and services will 
be enhanced and organizations will have competitive 
advantage depending on their employees and on their 
satisfaction level [20]. 

 Further, several previous studies have shown that job 
satisfaction is an essential aspect that causes employees to be 
more willing to put forth great effort; in other words, 
employees perform better when they are satisfied with their 
current jobs [87].  

H3. Job satisfaction has a significant impact on 
organizational innovation. 

3.4. Mediating Role of Job Satisfaction in the Relationship 

Between Learning and Organizational Innovation 

The positive impact learning organization has on 
organizational innovation has been reported in many previous 
studies. For example, it was found that learning organization 
can enhance employees’ job satisfaction while others found 
that satisfied employees positively influence organizational 
innovation [24, 80]. Considering such findings, this research 
argues that learning organization has a greater impact on 
organizational innovation when employees are satisfied with 
their jobs.  

Learning organization can be seen as a strategy for 
retaining employees while also helping them to be creative 
concerning addressing challenges [47]. In addition, the 
reward system that is related to the implementation of 
learning organization will lead to improve employees’ 
capability to deal with changes and innovation inside the 
organization [16]. Further, job satisfaction is considered a 
critical outcome of organizational well-being [52]. 

Although the mediating role job satisfaction plays in the 
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relationship between learning organization and organizational 
innovation has not been discussed and examined in previous 
literature, this research presents the following hypothesis 
based on the above findings: 

H4. Job satisfaction positively mediates the relationship 
between learning organization and organizational innovation. 

4. Methodology 

4.1. Data Collection and Sample 

For this research, the target population was all insurance 
companies in Jordan listed on the Amman Stock Exchange 
(ASE). This sample was chosen because the environment in 
which insurance companies operate is dynamic and 
uncertain. Thus, they must become learning organizations to 
cope with and adjust to environmental changes that occur. 

The target population consisted of 20 companies, which 
had a total of 2,391 employees. Based on the method used by 
[88], the appropriate sample size for the research population 
was determined to be 327 employees. Consequently, simple 
random sampling was employed for the extracted sample, 
and 327 questionnaires were distributed, of which 316 were 
returned. Of these, 14 were invalid; therefore, they were 
discarded, and the remaining 302 were used for analysis, 
resulting in a response rate of 92%. 

4.2. Measurement Scale Assessment  

The items used to measure the research variables were 
adopted from previous literature. Specifically, to measure 
learning organization, a scale adopted from [89] was used. 
Job satisfaction was measured using the Minnesota 
Satisfaction Questionnaire, which was developed by [90], 
and organizational innovation was measured using the scale 
by [78]. 

As can be seen, the adopted measurement scales were 
related to the operational definitions of the variables 
employed in this research. Learning organization is defined 
as a group of employees working together to improve their 
capabilities and to provide their organization with novel ideas 
and knowledge [89]. Job satisfaction is defined as 
employees’ attitudes towards their jobs [90], and 
organizational innovation refers to changes in the products an 
organization offers and the methods by which it creates and 
delivers those products [78]. 

The measurement scales were translated into Arabic to 
make it easier for the respondents to respond them. Each item 
was answered using a five-point Likert scale, through which 
respondents could show their level of agreement with each 
statement. 

4.3. Validity and Reliability 

It is important to measure the validity and reliability of all 
researches. According to [88], measuring both validity and 
reliability is critical for research to be considered robust and 
scientific. Thus, validity tests were employed to ensure that 
the instruments actually measured the specific concepts they 
were developed to measure.  

First, content validity was considered, which confirms 
whether a measure’s items are adequate and represent the 
intended concept [88]. Since the measuring instruments used 
in this research were sourced from a valid reliable scale that 
was designed and examined by several researchers, it can be 
considered that the measuring instruments were sufficient in 
this regard. 

Nevertheless, determining face validity, a basic form of 
content validity, would be beneficial for ensuring the validity 
of the items used. This involved presenting the 
questionnaire—before distribution—to three educational 
experts in business administration and asking them to give 
their opinions concerning the used items. Their 
recommendations were fully considered when designing the 
questionnaire. 

Further, construct validity was also examined. This 
involves examining how well results acquired through the 
utilization of a measurement tool fit the theories that the test 
is based on [88]. 

Next, factor analysis was conducted to test construct 
validity, as this is a popular method that has been used for 
several decades [91]. Factor analysis is a multivariate method 
that determines whether the dimensions of the concept in 
question have been operationally defined; this method is also 
capable of revealing the items that are most suitable for every 
dimension [88]. Specifically, exploratory factor analysis 
(EFA) was chosen as the analysis method, as this can be used 
to reveal and estimate the unidimensionality of the theoretical 
construct, develop an underlying theory, and estimate the 
construct validity of a scale [92]. To conduct EFA, three 
conditions must be met: 1) the Kaiser-Meyer-Olkin measure 
should be above 0.50, 2) the eigenvalue for each factor 
should be 1 or more, and 3) each item should have a factor 
loading of 0.40 or more [93]. Here, promax rotation was 
applied since it generates correlated factors and is widely 
used in research on human behavior and psychology. 

The results of the EFA for learning organization are shown 
in Table 1. The KMO value was 0.893, which fulfills the 
requirement of being greater than 0.50. Bartlett’s test of 
sphericity chi-square χ2 was statistically significant (p ≤ 
0.00) for all items. The eigenvalues for all five factors 
exceeded 1, and all items had loadings of over 0.40. 

Table 1. Exploratory factor analysis for learning organization. 

Items 
Factor 1 Team 

Learning 

Factor 2 Systems 

Thinking 

1 Cross-functional learning teams are organized on a regular basis. 0.733  
2 Teams/groups have the freedom to modify their goals and break old patterns of work, as needed. 0.766  
3 All team members share responsibility and are treated equally. 0.781  
4 Teams revise their thinking through group discussions. 0.709  
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Items 
Factor 1 Team 

Learning 

Factor 2 Systems 

Thinking 

5 Teams are recognized and rewarded for their achievements as a team/group. 0.726  
6 Teams are confident that the company will act on their recommendations. 0.678  
7 In my company, people cooperate and help each other to learn. 0.448  
8 My company is considered to be one whole system, consisting of several integrated subsystems.  0.822 
9 Employees recognize the importance of the complementary performance of their departments.  0.768 
10 The company is perceived as one part of a larger economic and social system.  0.688 
11 My company is constantly working to create and acquire new knowledge.   
12 My company considers employee learning to be one of its highest priorities.   
13 Self-directing learning is expected, encouraged, and rewarded.   
14 Employees at all levels identify the skills they will require for future work tasks.   
15 There is a willingness to break old patterns and to experiment with different ways of managing daily work.   
16 Applicable creative, innovative, and risk-taking ideas are encouraged and rewarded.   
17 Employees are allowed to question current practices, rules, and strategies.   
18 My company's vision and goals are clear, flexible, communicable, and attainable.   
19 Employees have common future trends and visions.   
20 Employees are permitted to participate in the strategic management process.   
Initial Eigenvalues (Total) 7.932 2.145 
Percentage of Variance 39.660 10.725 

Table 1. Continued. 

Items 
Factor 3 Personal 

Mastery 

Factor 4 Mental 

Models 

Factor 5 Building 

Shared Vision 

1 Cross-functional learning teams are organized on a regular basis.    

2 
Teams/groups have the freedom to modify their goals and break old patterns of work, 
as needed. 

   

3 All team members share responsibility and are treated equally.    
4 Teams revise their thinking through group discussions.    
5 Teams are recognized and rewarded for their achievements as a team/group.    
6 Teams are confident that the company will act on their recommendations.    
7 In my company, people cooperate and help each other to learn.    

8 
My company is considered to be one whole system, consisting of several integrated 
subsystems. 

   

9 
Employees recognize the importance of the complementary performance of their 
departments. 

   

10 The company is perceived as one part of a larger economic and social system.    
11 My company is constantly working to create and acquire new knowledge. 0.733   
12 My company considers employee learning to be one of its highest priorities. 0.750   
13 Self-directing learning is expected, encouraged, and rewarded. 0.747   
14 Employees at all levels identify the skills they will require for future work tasks. 0.618   

15 
There is a willingness to break old patterns and to experiment with different ways of 
managing daily work. 

 0.674  

16 Applicable creative, innovative, and risk-taking ideas are encouraged and rewarded.  0.818  
17 Employees are allowed to question current practices, rules, and strategies.  0.770  
18 My company's vision and goals are clear, flexible, communicable, and attainable.   0.671 
19 Employees have common future trends and visions.   0.850 
20 Employees are permitted to participate in the strategic management process.   0.796 
Initial Eigenvalues (Total) 1.715 1.337 1.023 
Percentage of Variance 8.575 6.684 5.162 

Table 2 show the EFA with regard to job-satisfaction dimensions. Here, the KMO value was 0.906, which exceeds the 
requirement of 0.50. Bartlett’s test of sphericity chi-square χ2 was statistically significant (p ≤ 0.00) for all items. The 
eigenvalues for both factors exceeded 1, and all items had loadings of over 0.40. 

Table 2. Exploratory factor analysis for job satisfaction. 

Item Factor 1 Intrinsic Job Satisfaction Factor 2 Extrinsic Job Satisfaction 

1 I am able to constantly keep busy in my job. 0.777  
2 I have opportunities to work alone at a job. 0.548  
3 I have opportunities to occasionally do different things. 0.746  

4 
I have opportunities to do things that don’t conflict with my 
conscience. 

0.768  

5 My job provides me with steady employment. 0.668  
6 I have opportunities to do things for other people. 0.793  
7 I have opportunities to do something that makes use of my abilities. 0.750  
8 I have the freedom to use my own judgment. 0.617  
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Item Factor 1 Intrinsic Job Satisfaction Factor 2 Extrinsic Job Satisfaction 

9 I get a feeling of accomplishment from my job. 0.664  
10 I have opportunities to try my own methods of doing my job. 0.632  
11 I like the way my boss handles his/her workers.  0.519 
12 My supervisor is competent when making decisions.  0.575 
13 I am satisfied with my pay and the amount of work I do.  0.658 
14 I like the way my co-workers get along with each other.  0.627 
15 I like the way company policies are put into practice.  0.720 
16 I have opportunities for advancement in this job.  0.772 
17 I like the praise I get for doing a good job.  0.752 
18 I like the working conditions.  0.592 
Initial Eigenvalues (Total) 7.926 1.425 
Percentage of Variance 49.535 8.908 

Table 3 shows the EFA for organizational innovation. Here, the KMO value was 0.925, which is greater than 0.50. Bartlett’s 
test of sphericity chi-square χ2 was statistically significant (p ≤ 0.00) for all items. The eigenvalues for all three factors 
exceeded 1, and all items had loadings of more than 0.40. 

Table 3. Exploratory factor analysis for organizational innovation. 

Item 

Factor 1 

Process 

Innovation 

Factor 2 

Management 

Innovation 

Factor 3 

Product 

Innovation 

1 
Our company consistently develops novel skills for transforming old services into new ones for the 
market. 

0.579   

2 Our company often tries different operation procedures to hasten the realization of the its goals. 0.712   
3 Our company consistently acquires new skills to improve the service process. 0.738   
4 Our company is capable of developing efficient operation procedures. 0.787   
5 Our company can flexibly provide services that meet customers’ demands. 0.820   
6 The new operation procedures employed by our company are consistently imitated by our competitors. 0.668   

7 
Our company changes the division of work among different departments in accordance with market-
management needs. 

 0.568  

8 
Our company’s department heads adopt new leadership approaches to lead all staff towards task 
completion. 

 0.479  

9 The new staff welfare system adopted by our company can effectively provide incentives to our staff.  0.806  

10 
The new financial management system adopted by our company can effectively monitor the actual 
discrepancies between our performance and our goals. 

 0.794  

11 Our company emphasizes innovative and creative capability when recruiting staff.  0.847  
12 The new staff recruitment system adopted by our company is efficient and effective.  0.826  

13 
The new performance-assessment method adopted by our company can enable department heads to 
gain a better picture of the degree to which staff have achieved the company’s goals. 

 0.752  

14 Our company often develops new services that are readily accepted by the market.   0.726 
15 A great majority of our company’s profits are generated by the new services it has developed.   0.768 
16 The new services developed by our company are consistently imitated by our competitors.   0.845 
17 Our company often launches new services before our competitors.   0.769 

18 
Our company has better R&D capabilities in regard to the creation of new services than our 
competitors. 

  0.674 

Initial Eigenvalues (Total) 9.248 2.226 1.127 
Percentage of Variance 51.375 12.368 6.263 

 

Reliability is related to the consistency of a research 
instrument with regard to measuring a specific variable at 
any time. To determine this, it is repeatedly utilized under the 
same situations with the same subjects [94]. In this research, 
Cronbach’s alpha was employed to measure reliability, as this 
is the usual measure for determining internal consistency 
[95]. According to [88], Cronbach’s alpha is a reliability 
coefficient that shows how closely certain items in a set are 
related to each other. Cronbach’s alpha can range from 0.0 to 
1.0, with results closer to 1.0 indicating higher internal 
consistency [88]. 

Table 4 presents the Cronbach’s alphas for this research. 
The table shows that all variables met the recommended rule-
of-thumb standard of α ≥ 0.70, indicating high internal 
consistency [96]. 

5. Results 

This section presents the results of the empirical analysis 
performed to test the research’s hypotheses. Means, standard 
deviations, and reliabilities are shown in Table 4. Before 
testing the research hypotheses, tests were conducted to 
confirm the data’s adequacy for verifying research’s 
assumptions concerning the regression analysis. This 
involved conducting a variance inflation factor (VIF) test and 
examining the tolerance of each variable. Consequently, it 
was found that none of the VIF values exceeded the 
permissible value of 10, and that all of the tolerance values 
were above 0.05. 
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Table 4. Means, standard deviations, and reliabilities of the research variables. 

 Mean SD Cronbach’s α 

1. Learning organization 3.3680 0.67851 0.929 
2. Job satisfaction 3.4912 0.72939 0.913 
3. Organizational innovation 3.3471 0.73490 0.943 

Table 5. Regression results for mediation analysis. 

Model R R2 Beta Estimate SE p-value 

Total impact of IV on DV      
Learning organization � Organizational innovation 0.796 0.634 0.863 0.038 0.000 
Total impact of IV on mediator variable     0.000 
Learning organization � Job satisfaction 0.793 0.628 0.852 0.038 0.000 
Total impact of the mediator variable on DV     0.000 
Job satisfaction � Organizational innovation 0.761 0.580 0.767 0.038 0.000 
Indirect impact of IV on DV through the mediator variable  0.680 0.562 .058 0.000 

 

To test the hypotheses of this research, the approach used 
in [97] was applied, which comprises three steps. The first 
concerns examining the direct effect of the independent 
variable (IV) on the dependent variable (DV). Second, the 
direct effect of the independent variable on the mediator 
variable is examined. Third, the direct effect of the mediator 
variable on the dependent variable is examined. Finally, the 
indirect effect between the independent and dependent 
variables, which is mediated by the mediating variable, is 
computed, and this is then tested for significance using 
structural equation modeling (SEM). 

Linear regression analysis was used to examine the direct 
effect of the independent variable on the dependent variable. 
Table 4 shows that learning organization positively impacts 
job satisfaction (R = 0.793, R2 = 0.628, β = 0.852, p-value = 
0.000); therefore, hypothesis H1 is supported. With regard to 
hypothesis H2, which states that learning organization has a 
significant impact on organizational innovation, the results 
showed that the direct impact of IV on DV is both positive 
and significant (R = 0.796, R2 = 0.634, β = 0.863, p-value = 
0.000); thus, hypothesis H2 is supported. 

For hypothesis H3, which states that job satisfaction has a 
significant impact on organizational innovation, the results 
showed that job satisfaction indeed has a significant impact 
on organizational innovation (R = 0.761, R2 = 0.580, β = 
0.767, p-value = 0.000); therefore, hypothesis H3 is 
supported. Next, hypothesis H4, concerning the mediating 
role job satisfaction plays in the relationship between 
learning organization and organizational innovation, was 
examined. Here, the results showed that learning 
organization indirectly impacts organizational innovation 
through job satisfaction (R2 = 0.680, β = 0.562, p-value = 
0.000); therefore, hypothesis H4 is supported. 

6. Discussion 

This research aimed to investigate whether job satisfaction 
plays a mediating role in the relationship between learning 
organization and organizational innovation, which was 
examined by surveying the employees of insurance 
companies based in Jordan. A model was developed and 

examined, which hypothesized that learning organization 
impacts organizational innovation both directly and indirectly 
through job satisfaction. 

Analyzing the sample using comprehensive methods 
helped to obtain remarkable information that can be 
generalized to the entire population. The first and most 
important finding from the analysis is that there is a strong 
positive relationship between learning organization and 
organizational innovation; this finding supports the results of 
previous studies [17, 19]. 

According to the analysis results, learning organization 
explains 63.4% of the variation in organizational innovation. 
This indicates that insurance companies are operating as 
learning organizations and depend on this to promote 
innovation. Since insurance companies operate in a complex 
and dynamic environment [27], it is likely that they choose to 
become learning organizations because it is considered a 
means of coping with environmental changes [98]. There are 
additional benefits. As mentioned earlier, it has previously 
been determined that innovation and competitive advantage 
are achieved when companies follow a learning-organization 
approach [11]. Furthermore, becoming a learning 
organization is considered to result in product improvements 
and better management innovations [83]. In addition, it has 
been proven that the five disciplines of learning organization 
are critical in helping employees in promoting organizational 
innovation [37]. 

A second finding presented in this analysis indicates that 
learning organization has a strong positive relationship with 
job satisfaction. This also supports the results of previous 
research [22-23]. 

According to the analysis results, learning organization 
explains 65.8% of the variance in job satisfaction. This 
indicates that employees of insurance companies that operate 
as learning organizations are highly satisfied. It has been 
found that employee satisfaction is higher in learning 
organizations because they are encouraged to be innovative 
when addressing various challenges [80]. According to [47], 
learning organization is an excellent strategy for increasing 
employees’ satisfaction levels, and this also helps to retain 
them in the organization. Employees’ satisfaction, 
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profitability, and productivity will increase, when their 
organizations allow and support them to learn and to develop 
[26]. 

The third finding of the analysis is that there is a strong 
positive and significant relationship between job satisfaction 
and organizational innovation. Again, this finding supports 
the results of previous studies [24, 99]. 

Research’s results showed that 50.3% of the variance in 
organizational innovation is related to job satisfaction. This 
indicates that insurance companies’ innovativeness is 
dependent on their employees’ satisfaction levels, as more 
effort is put forth when employees are satisfied [24]. In 
addition, satisfied employees will contribute to improved 
organizational productivity and innovation [13]. 

The final finding indicates that job satisfaction plays a 
mediating role in the relationship between learning 
organization and organizational innovation. According to the 
results of the research analysis, learning organization both 
directly and indirectly impacts organizational innovation 
through job satisfaction. Specifically, learning organization 
directly explained 63.4% of the variance in organizational 
innovation and indirectly explained 68% of organizational 
innovation through job satisfaction. These results show that 
learning organization accounts for a higher percentage of 
variance in organizational innovation when job satisfaction 
acts as a mediator. In other words, insurance companies that 
operate as learning organizations promote innovativeness 
[20], particularly when their employees are satisfied with 
their jobs. This finding suggests that employees in learning-
organization settings and with high levels of job satisfaction 
are more likely to put forth more effort and support their 
companies’ innovativeness [99]. 

The main contribution of this research is that it is the first 
empirical research to consider both learning organization and 
job satisfaction in order to investigate and study 
organizational innovation. In addition, this research provides 
sufficient evidence to categorically state that job satisfaction 
plays a mediating role in the relationship between learning 
organization and organizational innovation. Therefore, 
organizations that aim to develop strong innovation 
capability among their employees should invest more effort 
in creating a work environment that will boost their 
employees’ job-satisfaction levels [87]. 

7. Conclusions, Implications, and 

Limitations  

7.1. Conclusions  

This research provides a foundation for investigating 
the relationship between learning organization and 
organizational innovation, as well as the mediating role 
job satisfaction plays in this regard. This was investigated 
by examining insurance companies in Jordan to determine 
if they were operating as learning organizations, and if 
this consequently increased their innovation capabilities 
and also the satisfaction levels of their employees, which 

would also help them improve their innovation 
capabilities. 

The research determined that learning organization has a 
strong positive relationship with organizational innovation. 
Specifically, the main finding of this research is that, in 
insurance companies in Jordan, job satisfaction plays a 
mediating role in the relationship between learning 
organization and organizational innovation. Thus, to further 
enhance their innovation, insurance companies must 
recognize how different components of learning 
organization can be aligned with employee satisfaction. In 
other words, insurance companies that are operating as 
learning organizations should endeavor to increase their 
employees’ satisfaction with regard to their jobs, as 
satisfied employees can address new challenges and foster 
creativity, eventually causing their company to be more 
innovative. 

7.2. Practical Implications 

Insurance companies aspire to provide innovative services, 
but it is difficult to achieve this goal due to the extremely 
dynamic and competitive environment in which these 
companies operate [27]. Thus, insurance companies must 
invest more effort in and pay more attention to operating as 
learning organizations and enhancing learning disciplines 
among their workforces, as this will enable them to further 
encourage their employees to learn, think critically, and 
continually adjust to the surrounding environment. Thus, 
insurance companies should consider the critical role of their 
employees’ job satisfaction in making them more innovative, 
successful, and competitive.  

Insurance companies must not only maintain but also 
strive to increase their employees’ satisfaction levels. This 
can be achieved through ensuring employees’ have a shared 
vision of company goals (such as by communicating the 
company vision in a clear way, encouraging them to have 
common future goals, and by enabling them to participate in 
the strategic-management process).  

7.3. Limitations and Future Directions  

Since this research concerns insurance companies in 
Jordan, the findings cannot be generalized to other 
companies operating in other sectors. An expanded sample 
size, such as by including all of the insurance companies in 
the Jordanian insurance sector, would improve the 
generalizability of the results. 

Further, this research recommends conducting more in-
depth investigations of the relationship between learning 
organization and organizational innovation, and the 
mediating role job satisfaction plays in this regard, 
particularly through the use of different dimensions and 
perspectives. In addition, this research encourages 
researchers to conduct similar investigations in various 
other sectors, such as the banking sector and the industrial 
sector. 
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