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Universities are facing changes that could be adapted by learning. Organisational learning

helps universities in attaining better organisational and sustainable performance. The study

aims to combine and explore how organisational learning culture enables organisational

learning to contribute to better organisational performance and better sustainable perfor-

mance, following the natural resource-based view and organisational learning theory. The

study examines the relationship between organisational learning culture, organisational

learning, organisational performance, and sustainable performance in the university context

from university teachers. The author collected 221 surveys from public university teachers in

Europe to test the model. The results indicate a positive relationship between organisational

learning culture and organisational learning. In addition to that, the positive relationship

between organisational learning and organisational performance is indicated. Moreover, the

results indicate a positive relationship between organisational learning and sustainable per-

formance. The results also show that the organisational learning process mediates organi-

sational learning culture and university performance. The study addresses a gap in the scarce

studies in the university context for organisational learning and sustainable performance.

Finally, this study reproduces an organisational model that has been adapted for universities.
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Introduction

Universities are facing different types of change, including
digitalisation, sustainability, entrepreneurship, and inno-
vation (Leal Filho et al. 2018; Pocol et al. 2022); it is the

universities’ obligation to cope with this change (Medne et al.
2022; James et al. 1993). One of the proven ways that help uni-
versities adapt to change and increase their performance is
learning, more specifically, organisational learning (Kezar and
Holcombe 2019). In fact, organisational learning practices and
processes can facilitate change and enhance organisations
(Argyris and Schön 1996; Fiol and Lyles 1985; Garvin 1993;
Huber 1991).

The topic of organisational learning has been discussed since
the early nineties when the foundations of organisational learning
were further developed during this era (Castaneda et al. 2018).
Researchers called for more research to understand organisational
learning. Organisations learn when there is information proces-
sing that leads to a change in the behaviour and the acquisition of
knowledge, skills, and abilities (Kezar and Holcombe 2019; Flores
et al. 2012; Jyothibabu et al. 2010; Jiménez Jiménez and SanzValle
2006; Slater and Narver 1995; Huber, 1991). Organisational
learning researchers have extended their research to identify the
organisational learning predictors to include organisational
learning culture (Flores et al. 2012). Organisational learning has
been discussed in several industries, but it is considered scarce in
the university context (Abu‐Tineh 2011; Voolaid and Ehrlich
2017). Previous research focused on organisational learning
capabilities and behaviours. However, the author will focus on
organisational learning processes in this study. The organisational
learning processes affect organisational performance (Bontis et al.
2002; Crossan and Bapuji 2003; Kontoghiorghes et al. 2005; Sun
et al. 2008; Jyothibabu et al. 2010), as well as sustainability and
sustainable performance (Iqbal and Ahmad 2021; Kordab et al.
2020; Bilan et al. 2020). However, this relationship in the uni-
versity sector is understudied, with a gap in organisational
learning literature. Especially since universities are considered a
complex type of organisation (Elbawab 2022a; Bleiklie and Kogan
2007). Sustainable development was defined as ‘development
which meets the needs of the present, without compromising the
ability of future generations to meet their own needs’ by the
Brundtland Commission in 1987 (Basiago 1995). Sustainable
development and learning share many important elements,
including “a challenge to mental models, fostering fundamental
change, engaging in extensive collaborative activity and, in some
cases, revisiting core assumptions about business and its purpose”
(Molnar and Mulvihill 2003, p. 168), therefore several scholars
showed the need to understand the relationship between learning
in organisations and sustainability (Feeney et al. 2023). Sustain-
ability is used in different domains, including economics and
education (Pocol et al. 2022; Basiago 1995). In 2015, The United
Nations General Assembly approved the ‘2030 Agenda for Sus-
tainable Development’, which contains a set of measures aiming
to balance economic progress and the protection of the envir-
onment (Leal Filho et al. 2018). The agenda consists of 17 Sus-
tainable Development Goals (SDGs), which, among many other
tasks, plan to eradicate poverty and create better health condi-
tions in both developed and developing countries (Leal Filho et al.
2018). Sustainability in higher education institutions can be
implemented in teaching, research, governance, and outreach
(Leal Filho et al. 2023; Serafini et al. 2022). In fact, higher edu-
cation’s growth contributes to society’s better sustainable devel-
opment (Geng et al. 2023; Geng et al. 2020a). Therefore, this is
one of the reasons for the need to focus on studying sustainability
in higher education. In the research area, sustainability research
can be implemented by researchers from various areas who can
work independently or collectively on the same project by

combining their expertise (Leal Filho et al. 2023; Collin 2009).
Additionally, sustainability can be implemented in research by
framing higher education institutions’ research in the direction of
the SDGs (Serafini et al. 2022). In the teaching area, sustainability
can be implemented within the strategies in the curriculum
development of promoting sustainability and in planning new
courses (Leal Filho et al. 2023; Serafini et al. 2022). Sustainability
in the teaching area can also be developed by modifying the
existing curriculum with the SDGs (Leal Filho et al. 2023). As for
governance, sustainability can be implemented by establishing
indicators in rankings that evaluate the performance of higher
education institutions concerning compliance with the SDGs.
Sustainability within governance can also be implemented by
evaluating the level of knowledge, awareness, and attitudes
towards the SDGs among academic community members and
educators (Serafini et al. 2022). Finally, for the outreach, sus-
tainability can be implemented by disseminating SDGs by
training the managers and decision-makers in civil society orga-
nisations (Serafini et al. 2022). In this study, the author will focus
on the governance of sustainability in education. The relationship
between organisational learning and sustainability has been dis-
cussed in several studies. A study developed in 2020 assessed the
relationship between organisational learning and sustainable
organisational performance (Kordab et al. 2020). Another study
assessed the relationship between organisational learning and
sustainability (Bilan et al. 2020). Subsequently, the lack of studies
that evaluate organisational learning and sustainability in uni-
versities has emerged.

According to the natural resource-based view (NRBV) theory
(Hart 1995), environmentally friendly resources and capabilities
play a key competitive advantage in an organisation (Iqbal and
Ahmad 2021; Hart 1995). The NRBV theory takes the capabilities
and competitive advantage thinking one step further, where the
theory posits that the organisation’s competitive advantage can
only be sustained when the capabilities creating the advantage are
supported by resources not easily duplicated by competitors (Hart
1995). In this study, the resource is the organisational learning. In
organisational learning theory, organisational learning is defined
as the change that occurs in the organisation, resulting from
knowledge memorised in organisations gathered from experience
and changes in behaviour resulting from such knowledge (Argote
and Miron-Spektor 2011). These experiences and changes in
behaviours that happen in the organisation are not easily dupli-
cated by the competitors. To explain organisational learning more
thoroughly and to show how organisational learning is a resource
that is not easily duplicated, the author will further explain the
types of learning that are crucial for the organisational learning
theory (Crossan et al. 1999). Organisational learning has two
types of learning. The first is characterised by improving the
existing routines, and the second is characterised by reframing a
situation or solving unclear problems (Edmondson 2002). Since
the existing routines and situations will differ from one organi-
sation to another, thus organisational learning can be considered
a resource that is not easy to duplicate. Consequently, envir-
onmentally friendly resources should have a relationship with
organisational learning. Subsequently, this study explores the
relationship between organisational learning and sustainable
performance (Environmental performance and social perfor-
mance). The significance of the study is found at both empirical
and theoretical levels. Theoretically, it is found to explore the
influence of organisational learning as a process on university
performance. Also, the influence of learning on sustainability and
the role of learning culture among these relationships. This study
adds to the theory of organisational learning and, specifically,
how to treat organisational learning as a process. Moreover,
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another significant aspect of this study is addressing the media-
tion of the organisational learning process in the relationship
between organisational learning culture and university perfor-
mance, as organisational learning culture is proposed to directly
affect higher education institutional performance (Kumar 2005).
Furthermore, the significance of the study is found in exploring
the relationship between organisational learning and sustainable
performance in the university context. Finally, it empirically
assesses organisational learning and all the relationships in the
university’s context.

This study assesses the relationship between organisational
learning culture and organisational learning processes. The study
will also assess the organisational learning processes with the
outcomes, where the relationship between the organisational
learning process and university performance is assessed. The
study will also assess the relationship between organisational
learning processes and sustainable performance. Further, this
research assesses the mediation between the organisational
learning culture and university performance.

Literature review and hypothesis development
Learning
Organisational learning process. Most scholars agree that orga-
nisational learning is known as the change in organisational
knowledge, which is acquired through practical experiences
(Argote and Miron-Spektor 2011), where this knowledge is then
translated into the organisation’s knowledge system (Do et al.
2022). Organisational learning is defined as “the process by which
organisations learn” (Chiva et al. 2007, p. 224; Domínguez-Escrig
et al. 2022). Organisational learning focuses not only on inten-
tional learning but also on unintentional learning in the organi-
sation (Huber 1991), as organisational learning helps reduce
uncertainty (Schönherr et al. 2023). Learning can happen inten-
tionally and unintentionally (Huber 1991). Intentional learning is
the main process for scientists and educators. Researchers often
think of it as an intentional process directed at improving effec-
tiveness. In contrast, unintentional learning is proposed as
unsystematic learning (Huber 1991). Even though previous
research has focused on organisational learning as a culture or as
an outcome, fewer have discovered organisational learning pro-
cesses (Pham Thi Bich, Tran Quang 2016). Consequently, the
author focuses on the organisational learning process due to the
scarcity of research in this area. Subsequently, universities’
organisational learning will be better understood (Abu‐Tineh
2011) and could be enhanced.

Huber (1991) suggested that organisational learning includes
four processes. The processes are information acquisition,
knowledge dissemination, shared interpretation, and organisa-
tional memory (Huber 1991; Santos-Vijande et al. 2012). The
relevant organisational learning processes in the university sector
proposed by the study (Elbawab 2022b) are information
acquisition and knowledge dissemination. In this research, the
author has empirically assessed the organisational learning
processes and proposed that the relevant processes are informa-
tion acquisition and knowledge dissemination. Hence, these are
the processes used in this paper. The process of information
acquisition is about acquiring information from various sources,
either internally or externally (Huber 1991; Flores et al. 2012).
The internal information is gathered from inside the organisation
and from the company’s creator or previously acquired
experience. As for the external information, it is gathered from
the competitors and the marketplace through acknowledging and
acquiring the implicit analysis of the actions of the competitors.
On other occasions, organisations look for the best practices, and
they solve the problems by identifying key tendencies, collecting

external information, and comparing their performance with that
of their relevant competitors (Santos-Vijande et al. 2012).

Knowledge dissemination is a process that takes place through
formal settings (e.g., departmental meetings, discussion of future
needs, and cross-training) and informal interactions among
individuals within the organisation (Kofman and Senge 1993).
The creation of formal networks and databases encourages
communication by guaranteeing both the accuracy and the rapid
dissemination of information. These initiatives need more
informal exchange mechanisms to complement them so that
any tacit knowledge individuals gather is transformed into
explicit knowledge. Researchers perceive organisational learning
as either an organisational process or an organisational capability.
Organisational capability is the organisational and managerial
characteristics that facilitate the organisational learning process
or allow an organisation to learn (Aragón et al. 2014; Chiva et al.
2007; Tohidi et al. 2012). In the present study, organisational
learning is viewed as a process that occurs inside the organisation
on an organisational level. Organisational learning as a process
focuses on the set of actions that occur in the organisation to help
in the learning process. In the university context, researchers have
called for more studies to understand the organisational learning
process (Abu‐Tineh 2011). Voolaid and Ehrlich (2017) assessed
organisational learning in two Estonian universities, but also from
a cultural perspective and with the perception of the two
universities. The researchers insisted on the scarcity of organisa-
tional learning research in higher education institutions and the
need for a study that empirically assesses organisational learning
in more universities from different countries and regions. Further,
more research is needed to understand the multidimensionality
from an aggregated perspective.

Organisational learning culture. Organisational learning culture is
a general predictor of the organisational learning process. The
organisational learning culture is essential for organisational
learning (Flores et al. 2012). Higher education institutions need to
adapt to the competition with new discoveries and ideas proac-
tively. The development of a learning culture could be the key, to
help through gathering, organising, sharing, and analysing the
knowledge across the institution (Kumar 2005). Previously, sev-
eral predictors have been mentioned for organisational learning,
including knowledge-sharing behaviour (Park and Kim 2018),
goal orientation (Chadwick and Raver 2012), participative deci-
sion-making, openness, learning orientation and transformational
leadership (Flores et al. 2012). Flores et al. (2012) mentioned that
these predictors are part of the culture, whereas organisational
learning culture is considered a predictor that should be assessed
in relation to organisational learning. Consequently, this study
assesses organisational learning culture as a predictor of organi-
sational learning. Pham Thi Bich and Tran Quang (2016)
recommend that more predictors positively influencing organi-
sational learning should be explored.

Organisational culture is a factor that facilitates organisational
learning (e.g., Ahmed et al. 1999; Campbell and Cairns 1994;
Conner and Clawson 2004; Maccoby 2003; Marquardt 1996;
Marsick and Watkins 2003; Pedler et al. 1997; Rebelo and Duarte
Gomes 2011). An organisational learning culture is described as
the values, beliefs and assumptions that emphasise creating
collective learning in an organisation (Sorakraikitikul and
Siengthai 2014). Researchers have shown the importance of an
organisational learning culture as a culture that creates a
supportive environment. This culture enables and influences
learning and knowledge sharing at the individual, team, and
organisational levels (Kontoghiorghes et al. 2005; Marsick and
Watkins 2003). Despite the importance of organisational learning
culture in the literature (e.g., Marquardt 1996; Pedler et al. 1997),
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there is still a lack of research explicitly concerning learning
culture (Rebelo and Duarte Gomes 2011) and its relationship with
organisational learning. Also, a study developed by Wahda (2017)
has agreed with the scarcity of studies that assess organisational
learning culture in higher education institutions. In Wahda’s
(2017) study, the results show that organisational learning culture
is found in a university in Indonesia, and it also shows the
importance of applying organisational learning culture in higher
education institutions as it facilitates the learning processes. In
conclusion, there is a lack of research addressing this relationship
in the university context.

Previous research showed a positive relationship between
participative decision making, openness and leadership and
organisational learning (Flores et al. 2012). Since these predictors
are considered part of the organisational culture, the author
proposes a positive relationship between organisational learning
culture and organisational learning. This study will explore the
relationship between the organisational learning culture (as a
predictor) and the organisational learning process in the
university context. Accordingly, the author hypothesises:

H1: There is a positive relationship between the organisational
learning culture and the organisational learning process.

H1a: There is a positive relationship between system connec-
tion and dialogue and inquiry and information acquisition.

H1b: There is a positive relationship between system connec-
tion and dialogue and inquiry and knowledge dissemination.

Performance
Organisational performance. The organisation’s performance
depends on the achievement and the progress of the strategy
identified by the organisation (Davies and Walters 2004;
Mohammad 2019). Performance needs to meet the organisa-
tional strategies and the organisational goals because it shows
the organisation’s success. Several studies have mentioned
Organisational performance as an outcome of organisational
learning (Aragón et al. 2014; Mohammad 2019). This research
focuses on university performance. Few studies have focused on
assessing the relationship between organisational learning and
organisational performance for example (Bontis et al. 2002;
Crossan and Bapuji 2003; Jyothibabu et al. 2010; Konto-
ghiorghes et al. 2005; Sun et al. 2008). Some previous empirical
studies proposed the positive influence of organisational
learning on organisational performance (Aragón et al. 2014;
Mohammad 2019). According to previous research, organisa-
tional learning helps to improve the performance of an
organisation.

Most previous research has focused on the relationship
between organisational learning as a capability and performance
(e.g., Camps and Luna-Arocas 2012; Hurley and Hult 1998;
Keskin 2006; Rhodes et al. 2008). Nevertheless, the present study
focuses on organisational learning as a process and its impact on
university performance. In the context of universities, few
empirical studies have shown a positive relationship between
organisational learning and university performance (Guţă 2014;
Pham Thi Bich and Tran Quang 2016). Guţă (2014) did not
assess the relationship empirically, while Pham Thi Bich and Tran
Quang (2016) study assessed university performance in only one
university. More research is needed to assess the relationship
between the organisational learning process and organisational
performance (Pham Thi Bich and Tran Quang 2016). This paper
assesses university performance from teachers’ opinions from
several universities. From the previous research, the author
hypothesised:

H2: There is a positive relationship between organisational
learning processes and university performance.

The relationship between organisational learning culture and
organisational performance has also been discussed in the
previous literature, where a positive relationship has been
identified between organisational learning culture and organisa-
tional performance (Ellinger et al. 2002; Sorakraikitikul and
Siengthai 2014). Organisational learning culture supports pro-
moting and facilitating workers’ learning, hence contributing to
organisational development and performance (Rebelo and Duarte
Gomes 2011). Although there is little empirical evidence
concerning the relationship between organisational learning
culture and the performance of public organisations, some
studies still allow us to infer that organisational learning culture
is related to performance (Choi 2020). This paper assesses
educators’ opinions in public universities, as public organisations
are understudied. Hence, we hypothesised the following:

H3: There is a positive relationship between the organisational
learning culture and university performance.

The study will also assess the mediation of the organisational
learning process in the relationship between organisational
learning culture and university performance. Building on the
previous hypotheses H1, H2 and H3, we propose that organisa-
tional learning culture solely is not sufficient to improve the
university’s performance and that there is a need to involve
organisational learning to enhance the university’s performance.
Subsequently, we hypothesise the following:

H4: The organisational learning process mediates the relation-
ship between organisational learning culture and university
performance.

Sustainable performance. Nowadays, sustainability has been called
for in different business models (Zhang et al. 2019). The concept
of sustainability helps organisations to improve different pro-
cesses, which results in higher organisational performance (Zhang
et al. 2019). Other studies have mentioned sustainability as an
output of organisational learning (Kordab et al. 2020; Bilan et al.
2020; Iqbal and Ahmad 2021). The more learning that happens
on an organisational level, the more sustainable the organisation
is. In a study developed by Bilan et al. (2020), the authors advised
that organisational learning significantly improves the firm’s
sustainability. Other studies have focused on sustainable perfor-
mance (Kordab et al. 2020; Iqbal and Ahmad 2021). Kordab and
his colleagues mentioned the positive relationship between
organisational learning and sustainable organisational perfor-
mance (Kordab et al. 2020). The study developed by Iqbal and
Ahmad (2021) states that organisational learning significantly
influences sustainable performance. Another study developed in 5
companies in Norway and Italy has explored the internalisation
of a sustainable environment through the learning process
(Bianchi et al. 2022; Massimo and Nora 2022). The literature
discussing the relationship between organisational learning and
sustainability is scarce (Kordab et al. 2020). The earlier men-
tioned studies have assessed the relationship between Malaysian
manufacturing organisations (Bilan et al. 2020), audit and con-
sulting companies in the Middle East (Kordab et al. 2020), and
small and medium-sized enterprises in Pakistan (Iqbal and
Ahmad 2021). On the other hand, this study assesses the rela-
tionship between organisational learning and sustainable perfor-
mance in the university context.

Sustainability in higher education institutions helps in the
development of regenerative societies. This help is provided by
educators as they influence ideologies and perspectives regarding
sustainability in society (Leal Filho et al. 2023). In the review
study developed by (Serafini et al. 2022) for the articles related to
higher education institutions and SDGs, only four per cent of the
studies considered professors as the target audience. Hence, in
this study, the author assesses sustainable performance from
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educators’ perceptions as it is scarce. Therefore, the hypothesis is
developed as below:

H5: There is a positive association between organisational
learning and sustainable performance.

H5a: There is a positive relationship between information
acquisition, knowledge dissemination and sustainable environ-
mental performance.

H5b: There is a positive relationship between information
acquisition, knowledge dissemination and sustainable social
performance.

Finally, Fig. 1 shows the proposed model of this study, which
includes the proposed hypotheses.

Methodology
Data collection and sample. This study’s sample mainly focused
on university teachers from several European universities. Self-
selection sampling is used in this paper; this method helps the
researcher better explore the research area and understand the
relationships (Saunders et al. 2007). The self-selection sampling
method relies on the willingness of the participant to participate
in the questionnaire. An email invitation with the link to the
online questionnaire has been sent to a range of professors.
Moreover, university teachers who accepted to participate are the
ones who were considered in this study. The researcher has
gathered the emails of the university teachers from the university
websites.

Data were gathered through an online questionnaire1. The
questionnaire is developed from the previous literature. The
questionnaire was developed on Qualtrics, and an anonymous
link was sent to the respondents. The researcher sent the
questionnaire to 10366 university teachers. The university
teachers are from different schools and departments, including
business, psychology, science, and engineering schools. The
researcher received 525 replies, which corresponds to a response
rate of 5%. Of the 525 responses received, 304 were incomplete, so
we excluded the incomplete questionnaires and kept 221
questionnaires. The questionnaire was sent to 53 public
universities in Europe. The countries were Portugal, Spain, Italy,
France, Germany and Greece.

The sample is composed of (36.7%) associate professors,
(15.4%) assistant professors, (22%) full professors, (6.8%)
lecturers and assistants, (3.2%) invited assistant/associate/full
professors and (15.8%) respondents who did not declare their job
level. Also, the majority of the sample (65.2%) has worked more
than seven years in the same university and more than five years
in the same team (66.5%). As for the age of the participants,
(49.9%) were of age 50 years and above, and the majority of the
sample (47.5%) was composed of Males, followed by (37.6%)
Females and (14.9%) ‘don’t prefer to say’. The survey was

conducted from October 2022 to January 2023. Two reminder
emails were sent to the university teachers. Moreover, the design
of this study is a correlational design, where all the proposed
relationships are studied between organisational learning as a
process and its antecedent and outcomes.

Measures. The constructs used to assess the indicators in this
study are obtained from previous scientific studies, where their
reliability and validity were previously tested and verified.
Organisational learning culture was assessed using the measure of
the Dimensions of Learning Organisations Questionnaire (Wat-
kins and Marsick 1993, 1997), which was adapted and validated
to the university’s context in Elbawab (2022b). The adapted
measure included two sub-dimensions. The scale consisted of 8
items that measured the two sub-dimensions: dialogue and
inquiry and system connection. The participants indicated to
what extent they agreed with each of the eight items on a 7-point
rating scale (1 = totally disagree, 7= totally agree). An example of
the items is: “In my university, whenever academic staff state their
view, they also ask what others think.” we checked the scales’
internal consistency to measure these indicators by calculating
Cronbach’s alpha. The results indicate strong scale reliability for
both system connection (0.88) and dialogue and inquiry (0.87).

The organisational learning process scale was assessed based on
the Santos-Vijande et al. (2012) scale and then adapted to the
university’s context in Elbawab (2022b). The scale consists of 8
items that measure two subdimensions: information acquisition
and knowledge dissemination. Individuals indicated to what
extent they agreed with each of the eight items on a 7-point rating
scale (1 = totally disagree, 7 = totally agree). An example of the
items is: “We have a meeting schedule among departments and
with the dean to integrate the existing information.” We checked
the scales’ internal consistency to measure these indicators by
calculating Cronbach’s alpha. The results indicate strong scale
reliability for information acquisition (0.89) and knowledge
dissemination (0.79).

As for the performance, one variable was used to evaluate
university performance, and another was used to evaluate
sustainable performance. The university performance question-
naire is based on Jyothibabu et al. (2010), but the scale is adapted
to the university context. The measured scale includes seven
items. All items were scored on a 7-point Likert scale (1 = totally
disagree, 7= totally agree). An example of the items is: “There is
continuous improvement in my university”. In this study, the
Jyothibabu et al. 2010 scale has been adjusted from a 6-point to a
7-point Likert scale as the 7-point Likert scale reaches the upper
limit of reliability (Allen and Seaman, 2007; Leung, 2011). Also,
removing a neutral point introduces “a forced choice in the scale”
(Allen and Seaman 2007), whereas our focus in this study is to

Represents the mediation

Fig. 1 Proposed research model.
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avoid the forced choice. The reliability score of this scale in this
study is 0.93; however, Jyothibabu et al. (2010) Cronbach alpha
scored 0.90. In conclusion, the Cronbach alpha score in this study
has improved. All factor loadings are significant (p < 0.05) and
indicate strong factor loadings. As for sustainable performance, it
is assessed based on Iqbal and Ahmad (2021), but only the
environmental and social performance were adopted in this
study. Since the economic performance measure mainly focuses
on sales growth, income stability, profitability and return on
investment. At the same time, the activities of public universities
are driven by the pursuit of excellence and prestige maximisation,
which does not necessarily imply economic efficiency tradition-
ally assumed for profit-maximising business establishments
(Kipesha and Msigwa 2013). Therefore, sustainable economic
performance will not be assessed in this study for these reasons.

These measures are relevant to the university context, which
follows the QS world rankings, where the environmental impact
and the social impact of each university are addressed. The
sustainable performance scale is adapted to the university context.
All items were scored on a 7-point Likert scale (1 = totally
disagree, 7 = totally agree). An example of the items is: “Your
university is concerned about waste management”. The results
indicate strong scale reliability for sustainable environmental
performance (0.88) and sustainable social performance (0.82). All
factor loadings are significant (p < 0.05) and indicate strong factor
loadings.

Data analysis. The author assessed the descriptive statistics in
this study by identifying the means and standard deviations. Also,
the author measured the factor loading for all the questionnaire
items. Moreover, the author tested the hypotheses with the sta-
tistical software IBM SPSS Statistics Suite, version 27. The author
assessed the correlations among the relationships and assessed the
models using regression analysis using SPSS. Moreover, the
author used the PROCESS macro by Andrew Hayes (2013) in
SPSS to test the mediation hypothesis.

Results
The means, standard deviations, and correlations for all the
variables in the study are shown in Table 1. The results shown are
a consideration of a sample where more than 65% have worked in
the same university for more than seven years, and more than
74% of the sample are assistant, associate, and full professors. The
highest means are for performance and sustainability environ-
mental performance. At the same time, the lowest means are for
system connection and dialogue and inquiry. Factor loadings
were then calculated for all items, which were all higher than
0.64% (shown in Table 2).

The findings show the acceptance of H1, there is a strong
significant positive relationship between dialogue and inquiry and
information acquisition (r= 0.70, p < 0.001), and there is likewise

a strong positive significant relationship between dialogue and
inquiry and knowledge dissemination (r= 0.64, p < 0.001). There
is a significant positive relationship between system connection
and information acquisition (r= 0.59, p < 0.001), and a sig-
nificant positive relationship emerged between system connection
and knowledge dissemination (r= 0.52, p < 0.001). Multiple
regression was run to predict information acquisition from dia-
logue, inquiry, and system connection. There is a positive effect
between dialogue and inquiry and information acquisition
(β= 0.520, p < 0.01); also, there is a positive effect of system
connection and information acquisition (β= 0.197, p < 0.01).
These variables statistically significantly predicted information
acquisition, R2= 0.522. All two variables added statistically sig-
nificantly to the prediction, p < 0.05. Therefore, H1a is supported.
Multiple regression was run to predict knowledge dissemination
from dialogue, inquiry, and system connection. There is a positive
effect of dialogue and inquiry on knowledge dissemination
(β= 0.544, p < 0.01), and there is a positive effect between system
connection and knowledge dissemination (β= 0.162, p < 0.01);
these variables statistically significantly predicted information
acquisition, R2= 0.429. All two variables added statistically sig-
nificantly to the prediction, p < 0.05. Therefore, H1b is supported.
These findings show the positive relationship between organisa-
tional learning culture and organisational learning.

The findings also support H2. A significant positive relation-
ship between information acquisition and university performance
is found (r= 0.58, p < 0.001), and there is a strong positive sig-
nificant relationship between knowledge dissemination and uni-
versity performance (r= 0.64, p < 0.001). A multiple regression
was run to predict university performance from information
acquisition and knowledge dissemination. There is a positive
effect between information acquisition and university perfor-
mance (β= 0.250, p < 0.01); also there is a positive effect between
knowledge dissemination and university performance (β= 0.381,
p < 0.01). These variables statistically significantly predicted
information acquisition, R2= 0.451. All two variables added
statistically significantly to the prediction, p < 0.05. Therefore, H2
is supported. These findings show the positive relationship
between the organisational learning process and university
performance.

The findings support H3, where there is a strong significant
positive relationship between system connection and university
performance (r= 0.57, p < 0.001), also there is a strong positive
significant relationship between dialogue and inquiry and uni-
versity performance (r= 0.66, p < 0.001). Multiple regression was
run to predict university performance from system connection,
dialogue and inquiry. There is a positive effect between system
connection and university performance (β= 0.184, p < 0.01), and
there is a positive effect between dialogue and inquiry and uni-
versity performance (β= 0.440, p < 0.01). These variables statis-
tically significantly predicted information acquisition, R2= 0.470.
All two variables added statistically significantly to the prediction,

Table 1 Descriptive statistics and correlations.

Mean Std 1 2 3 4 5 6 7

1-System connection 4.0799 1.45093 1
2-Dialogue and inquiry 4.1303 1.33785 0.668** 1
3-Information acquisition 4.4570 1.26081 0.595** 0.703** 1
4-Knowledge dissemination 4.4947 1.37752 0.524** 0.642** 0.688** 1
5-Performance 4.7699 1.15555 0.571** 0.664** 0.585** 0.642** 1
6-Sustainability environment 4.7258 1.14634 0.385** 0.526** 0.574** 0.526** 0.596** 1
7-Sustainability social 4.5339 1.10131 0.537** 0.558** 0.559** 0.550** 0.620** 0.605** 1

n= 221, **Correlation is significant at the 0.01 level (2-tailed).
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p < 0.05. Therefore, H3 is supported. This concludes the positivity
of the relationship between organisational learning culture and
university performance.

This study also developed a mediation analysis, H4, using
Hayes (2013). Macros were developed to assess the mediation
analysis of the models on SPSS. Macros help estimate the indirect
effect with a bootstrap approach (Cole et al. 2008).

Organisational learning culture (dialogue and inquiry and
system connection) has an indirect effect on university perfor-
mance mediated by organisational learning processes (informa-
tion acquisition and knowledge dissemination), which supports
H4. Dialogue and inquiry have an indirect impact on university
performance mediated by information acquisition (IE= 0.1427).
The indirect effect is statistically significant; a bootstrapped 95%
confidence interval around the indirect effect did not contain zero
CI[0.482, 0.2423]. Also, system connection indirectly affects
university performance mediated by information acquisition
(IE= 0.1800); the indirect effect is a statistically significant
bootstrapped 95% confidence interval around the indirect effect
that did not contain zero, CI[0.1104,0.2548]. Dialogue and

inquiry have an indirect impact on university performance
mediated by knowledge dissemination (IE= 0.2038). The indirect
effect is a statistically significant bootstrapped 95% confidence
interval around the indirect effect that did not contain zero, CI
[0.1306, 0.2865]. Moreover, system connection has an indirect
effect on university performance mediated by knowledge dis-
semination (IE= 0.1970). The indirect effect is a statistically
significant bootstrapped 95% confidence interval around the
indirect effect that did not contain zero, CI [0.1351, 0.2638].

The findings support H5, where there is a strong significant
positive relationship between Information acquisition and sus-
tainable environmental performance (r= 0.57, p < 0.001),
Whereas a positive significant relationship has been found
between information acquisition and sustainable social perfor-
mance (r= 0.559, p < 0.001). Moreover, a positive significant
relationship is detected between knowledge dissemination and
sustainable environmental performance (r= 0.526, p < 0.001),
and finally, a positive significant relationship is detected between
knowledge dissemination and sustainable social performance
(r= 0.550, p < 0.001). A multiple regression was run to predict

Table 2 Results for factor loadings.

Construct Item Factor loadings

Organisational learning culture
System connection In my university, whenever academic staff state their view, they also ask what others think 0.89

In my university, academic staff give open and honest feedback to each other. 0.92
In my university, academic staff spend time building trust with each other. 0.88

Dialogue and inquiry My university works together with the outside community to meet mutual needs. 0.76
My university encourages the academic staff to think from a global perspective. 0.81
My university supports academic staff who take calculated risks. 0.84
My university encourages the academic staff to obtain answers from across the university
when solving problems

0.82

My university creates systems to measure gaps between current and expected performance 0.84
Organisational learning
Information acquisition We constantly evaluate the need to adapt to the business environment/society. 0.89

We periodically check whether our strategy is aligned with the business environment/
society.

0.87

Problems are approached proactively, that is, we learn from other entities to be able to deal
with these problems before they arise.

0.85

When we do not have the specific knowledge required, we look for it and acquire it outside
the university.

0.74

We use formal and reiterative procedures to evaluate our results and compare them with
those of the competition.

0.79

Knowledge dissemination We devote some time to discussions about the university’s future needs. 0.85
We have scheduled meetings among departments and with the dean to integrate the existing
information

0.80

The university’s general objectives are communicated throughout the university. 0.86
University performance My university is successful. 0.82

My university meets its performance targets. 0.84
Individuals are happy to work in my university 0.79
My university meets its academic staff needs. 0.80
My university’s future performance is secure. 0.834
My university has a strategy that positions it well for the future. 0.89
There is continuous improvement in my university 0.89

Sustainable performance
Sustainable environmental
performance

Your university uses utilities (e.g., energy and water) in an environmentally friendly manner 0.89

Your university produces few wastes and emissions 0.87
Your university is concerned about waste management 0.85
Your university uses small space to set up and operate business 0.73
Your university is concerned about hygienic factors 0.77

Sustainable social performance Your university ensures basic needs for your family 0.76
Your university enhances your social recognition in society 0.88
Your university improves your empowerment in society 0.85
Your university provides freedom and control over the course of your own lifestyle 0.67
Your university is concerned about child labor use 0.64
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sustainable environmental performance from information
acquisition and knowledge dissemination. There is a positive
effect between information acquisition and sustainable environ-
mental performance (β= 0.365, p < 0.01); also, there is a positive
effect between knowledge dissemination and sustainable envir-
onmental performance (β= 0.208, p < 0.01). These variables sta-
tistically significantly predicted information acquisition,
R2= 0.362. All two variables added statistically one significantly
to the prediction, p < 0.05. Therefore, H5a is supported. A mul-
tiple regression was run to predict sustainable social performance
from information acquisition and knowledge dissemination.
There is a positive effect between information acquisition and
sustainable social performance (β= 0.299, p < 0.01); also, there is
a positive effect between knowledge dissemination and sustain-
able social performance (β= 0.252, p < 0.01). These variables
statistically significantly predicted information acquisition,
R2= 0.365. All two variables added statistically significantly to
the prediction, p < 0.05. Therefore, H5 b is supported. It is

deduced that a positive relationship exists between the organi-
sational learning process and sustainable performance. The
results are summarised in Table 3, and the new proposed model is
found in Fig. 2.

Discussion and conclusion
This paper examines the impact of the organisational learning
culture on the organisational learning process in the university
context as well as the impact of the organisational learning pro-
cess on a university’s performance and sustainable performance.
The literature showed a gap where organisational learning pro-
cesses are rarely assessed in universities (Abu‐Tineh 2011;
Elbawab 2022b). Also, most of the previous studies assess the
impact of culture on organisational learning, but few studies have
assessed the impact of organisational learning culture on the
organisational learning process. Another gap has emerged, where
the impact of organisational learning on sustainability is under-
studied (Alerasoul, 2022). Whereas this study also focuses on

Table 3 Summary of tested hypotheses.

Hypotheses Results Correlations, Regression and Mediation Analysis

H1: There is a positive relationship between organisational
learning culture and organisational learning.
H1a: There is a positive relationship between system connection
and dialogue and inquiry and information acquisition.
H1b: There is a positive relationship between system connection
and dialogue and inquiry and knowledge dissemination.

Supported Dialogue and inquiry and information acquisition (r= 0.70, p < 0.001);
system connection and information acquisition (r= 0.59, p < 0.001);
dialogue and inquiry and information acquisition (β= 0.520, p < 0.01),
system connection and information acquisition (β= 0.197, p < 0.01);
(R2= 0.522., p < 0.05).
Dialogue and inquiry and knowledge dissemination (r= 0.64,
p < 0.001); system connection and knowledge dissemination (r= 0.52,
p < 0.001); dialogue and inquiry on knowledge dissemination
(β= 0.544, p < 0.01); system connection and knowledge dissemination
(β= 0.162, p < 0.01), (R2= 0.429, p < 0.05).

H2: There is a positive relationship between organisational
learning processes and university performance.

Supported Information acquisition and university performance is found (r= 0.58,
p < 0.001); knowledge dissemination and university performance
(r= 0.64, p < 0.001); information acquisition and university
performance (β= 0.250, p < 0.01);knowledge dissemination and
university performance (β= 0.381, p < 0.01); (R2= 0.45, p < 0.05).

H3: There is a positive relationship between the organisational
learning culture and university performance.

Supported system connection and university performance (r= 0.57, p < 0.001);
dialogue and inquiry and university performance (r= 0.66, p < 0.001);
system connection and university performance (β= 0.184, p < 0.01);
dialogue and inquiry and university performance (β= 0.440, p < 0.01);
(R2= 0.470, p < 0.05).

H4: The organisational learning process mediates the
relationship between organisational learning culture and
university performance.

Supported Dialogue and inquiry have an indirect impact on university performance
mediated by information acquisition (IE= 0.1427), statistically
significant bootstrapped 95%,CI [0.482,0.2423].
System connection has an indirect impact on university performance
mediated by information acquisition (IE= 0.1800); statistically
significant bootstrapped 95%, CI [0.1104,0.2548].
Dialogue and inquiry have an indirect impact on university performance
mediated by knowledge dissemination (IE= 0.2038); statistically
significant bootstrapped 95%, CI [0.1306,0.2865].
System connection has an indirect effect on university performance
mediated by knowledge dissemination (IE= 0.1970); statistically
significant bootstrapped 95%, CI [0.1351,0.2638].

H5: There is a positive association between organisational
learning and sustainable performance.
H5a: There is a positive relationship between information
acquisition and knowledge dissemination and sustainable
environmental performance.
H5b: There is a positive relationship between information
acquisition and knowledge dissemination and sustainable social
performance.

Supported Information acquisition and sustainable environmental performance
(r= 0.57, p < 0.001); knowledge dissemination and sustainable
environmental performance (r= 0.526, p < 0.001).
Information acquisition and sustainable.
environmental performance (β= 0.365, p < 0.01); knowledge
dissemination and sustainable environmental performance (β= 0.208,
p < 0.01); (R2= 0.362, p < 0.05).
Information acquisition and sustainable social performance (r= 0.559,
p < 0.001); knowledge dissemination and sustainable social performance
(r= 0.550, p < 0.001).
Information acquisition and sustainable social performance (β= 0.299,
p < 0.01), knowledge dissemination and sustainable social performance
(β= 0.252, p < 0.01); (R2= 0.365, p < 0.05).
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empirically assessing the relationship between organisational
learning and sustainable performance. Learning normally
empowers the occurrence of sustainability in organisations and
enhances sustainability practices.

The findings of this study contribute to the literature in
many ways. The findings support the positive relationship
between an organisational learning culture and an organisa-
tional learning process, which supports H1. Organisational
learning culture is represented by dialogues and inquiry and
the system connection. Further, organisational learning pro-
cesses are represented in this study as the process of infor-
mation acquisition and knowledge dissemination. Dialogue
and inquiry and system connection have a positive impact on
information acquisition and knowledge dissemination. So, the
findings indicate that the more the organisational learning
culture increases in the university, the more the organisational
learning processes occur. This relationship between the
organisational learning culture and the organisational learning
process is assessed empirically in this research, contrary to
other studies where previous research always focused on
organisational culture rather than organisational learning
culture (Cho et al. 2013; Liao et al. 2012). This research also
contributes to organisational learning research as the results
indicate that the organisational learning culture is one of the
antecedents to the organisational learning process. Accord-
ingly, top management in universities needs to focus on
improving the organisational learning culture to have better
organisational processes. Also, human resources practitioners
need to highlight the importance of maintaining organisa-
tional learning culture in organisations as it facilitates the
organisational learning process.

The findings also support H2 which posits the positive
relationship between the organisational learning process and a
university’s performance. Our findings agree with previous
research that supported the positive relationship between
organisational learning and performance in organisations
(Aragón et al. 2014; Bontis et al. 2002; Jyothibabu et al. 2010).
We mainly focus on organisational learning processes that
enhance a university’s performance. Our findings show that the
better the information acquisition process and knowledge

dissemination processes are, the better the university’s perfor-
mance is going to occur in universities. So practically, the
higher the efficiency of the acquisition of knowledge process,
like acquiring the information from two sources is leading to a
better the university’s performance. The two sources of infor-
mation acquisition are internally from within the university and
externally from other universities in the market. In this
research, information acquisition is the process of identifying
tendencies and problems, which leads to a better performance
by the university.

This research has focused on the relationship between orga-
nisational learning culture and university performance. The
findings in this study agree with previous studies (Ellinger et al.
2002; Sorakraikitikul and Siengthai 2014) that there is a positive
relationship between the organisational learning culture and
performance; the present study assessed this relationship
empirically in the context of public universities while other stu-
dies have focused on various industries. (Choi 2020) focused on
the assessment of the relationship between organisational learn-
ing culture and performance in public organisations generally.
The present study focused on public universities as part of the
public organisations in any country. The results show support for
H3. Moreover, the findings suggest that universities that have a
supportive learning culture will lead to better performance. If
universities encourage a strong learning culture among their
teachers, staff, and students, this will eventually lead to better
performance.

Moreover, the organisational learning process mediates the
relationship between organisational learning culture and uni-
versity performance, as illustrated by the findings. These results
support H4. Also, these results indicate that the more the top
managers and human resources practitioners in universities
encourage a learning culture and develop strong organisational
learning processes, the higher the university’s performance will
be. These findings demonstrate the need for alignment between
the university learning culture and the university learning
processes as they will promote better university performance.
The findings indicate that organisational learning culture
indirectly impacts university performance when it is mediated
by organisational learning. From a theoretical lens, the

Represents the mediation.
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Fig. 2 Deduced research model.
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organisational learning in this study is stated as a process.
Hence, the organisational learning culture is considered an
antecedent to the organisational learning process. In this study,
the adapted model of culture (system connection and dialogue
and inquiry) tests the culture with the process (information
acquisition and knowledge dissemination); the results have
shown both a direct and an indirect impact on university per-
formance. The direct impact of culture on university perfor-
mance has been found in the (Wahda, 2017) study, where this
study agrees with (Wahda 2017) study. However, since this
study has looked at organisational learning as a process and
culture as an antecedent, it provided additional theoretical
evidence of the indirect impact of organisational learning cul-
ture on performance, mediated by organisational learning as a
process. This study also agrees with (Rebelo and Gomes 2017)
study, where organisational culture emerges as a key concept
and an essential condition that would promote and support
learning in organisations. Moreover, in the following study,
organisational learning culture is considered an antecedent to
the organisational learning process. Whereas university per-
formance is considered an outcome of the organisational
learning process. Therefore, this study supports the (Rebelo and
Duarte Gomes 2011) study that considers organisational
learning culture as an antecedent to the organisational learning
process. At the same time, the theoretical contribution that lies
in this study is to address the model and consider the rela-
tionship between organisational learning culture and university
performance directly and indirectly through the organisational
learning process.

Another part of the framework assessed in this study is the
impact of organisational learning processes on sustainable per-
formance. Most universities nowadays focus on the importance of
sustainability and apply sustainability practices. Also, the uni-
versities capitalise on the SDGs that are developed by the Eur-
opean Union. Whereas universities call for relating future
research with the SDGs, as it helps in the sustainable development
of society (Serafini et al. 2022). Moreover, universities focus on
enhancing their sustainable environment. Still, this study
addressed a significant gap, where few research studies have
empirically addressed the impact of organisational learning on
sustainable performance. And this research highlights the
importance of applying this relationship and helps imply sus-
tainable performance as an indicator for universities to be used in
the future.

Sustainable performance in this study is considered another
outcome of organisational learning. The findings of this study
show support for H5. This study confirms the previous study
findings (Iqbal and Ahmad 2021) that there is a positive impact
between organisational learning and sustainable performance.
However (Iqbal and Ahmad 2021) study did not assess the
organisational learning process in universities, so this study
develops it. The findings of this paper indicate the positive impact
of information acquisition and knowledge dissemination on
sustainable environmental performance and sustainable social
performance. Therefore, when the organisational learning in
universities is deepened and increased, the sustainable perfor-
mance of the universities is better.

Finally, this study has created a suitable model to assess organi-
sational learning processes, antecedents, and outcomes in universities.
It has contributed to the theory of organisational learning; it shows a
newly adapted model of organisational learning culture as well as
organisational learning as a process and its influence on a university’s
performance and the sustainable performance of the organisation.
This adapted model may be considered novel because it indicates the
antecedents, processes, and outcomes of organisational learning. Also,
this model relates between NRBV and organisational learning

theories, which is considered a theoretical contribution. Moreover,
this model is tested in European universities and is considered an
empirical contribution.

Implications and future research
Theoretical implications. For the theoretical implications of
describing organisational learning in universities, most previous
research focused on assessing learning organisations; for example,
the review developed by (Örtenblad and Koris 2014) showed the
studies focused on assessing learning organisations. Furthermore,
few studies focused on the learning processes and identified
which organisational learning processes are more relevant to
public universities and the education sector.

We have validated the organisational learning predictor as an
organisational learning culture. Also, we have validated the
organisational learning outcomes: university performance and
sustainable performance.

The relevant learning processes are knowledge dissemination
and information acquisition, where these processes are mainly
representing the organisational learning processes in universities.
This study recommends using the organisational learning
developed model as it is relevant to universities.

Since researchers proposed that organisational learning
culture is an important facilitator of the organisational
learning process (Marsick and Watkins 2003). This study
focused on assessing organisational learning culture’s impact
on the organisational learning process. Previous research
mainly focused on assessing the organisational culture’s impact
on organisational learning (e.g., Oh and Han 2020; Rebelo and
Duarte Gomes 2011). Few researchers focused on the impact of
organisational learning culture on organisational learning.
Previous research showed organisational culture as decision-
making processes, openness, learning orientation, and leader-
ship (Flores et al. 2012). In this study, organisational learning
culture was described as the collective learning culture that
enhances the organisational learning activities (Sorakraikitikul
and Siengthai 2014). Subsequently, it is evident that this gap
was addressed and studied in this study. The findings show a
strong relationship between organisational learning culture
and organisational learning processes in education.

Moreover, the mediation of organisational learning processes
between organisational learning culture and university performance
is another theoretical contribution to organisational studies. As the
previous research mainly focused on the impact of organisational
learning culture on organisational performance (Sorakraikitikul and
Siengthai 2014), few studies focused on mediation analysis. The
findings of this study show that organisational learning culture
indirectly impacts university performance when it is mediated by
both organisational learning processes (information acquisition and
knowledge dissemination). These findings show the importance of
having an effective learning culture and efficient organisational
learning processes on the organisational level as they help improve
university performance.

Previous studies focused on assessing the relationship between
organisational learning and organisational performance (Bontis
et al. 2002; Jyothibabu et al. 2010). Scarce studies focused on
university performance, while in the meantime, university
performance reveals the success of the university and the
achievement of its goals. Finally, this study has contributed to
organisational studies by exploring the relationship between
organisational learning and sustainable performance and curating
a model specifically for higher education institutions.

Practical implications. This research serves universities; the
implications of this research could be adapted to various faculties.
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The result of this investigation recommends that when universities
work on organisational learning culture, it is followed by enhancing
the organisational learning process. Subsequently, the organisational
performance and sustainable performance will be improved. This
section will provide implications and countermeasures for different
stakeholders related to the universities.

To develop the organisational learning culture, universities
should work on their dialogue and inquiry process and their
system connection process. A learning culture that promotes
more dialogue and inquiry among the university members is the
target. Hence, the organisational learning culture should be
encouraged at all university levels, including among deans, heads
of departments, directors, and teachers. The author of the study
suggests that deans hold organisational meetings for the faculty
members (for example, semester meetings and monthly meetings)
mainly to discuss the faculty’s point of view, to share feedback
and to empower the experimentation and questioning of the
process, to reach for shared view and perspective reasonably. For
the teacher, the author recommends attending the meetings with
the capacity to inquire about the process, share their feedback and
opinions and listen to other views. At the same time, the author
recommends enhancing the organisational learning culture by
focusing on the system connection.

The author recommends having an ongoing connection with
the market to know their needs. Subsequently, the department
heads and the director of the programs design new curricula and
update the existing ones to align the curriculum with the market
needs. We recommend that the teachers support the system
connection by advising and recommending the new market
demands and technologies in their classes and for the program
directors and department heads. Subsequently, both these actions
will help increase the organisational learning culture in
universities.

After providing the necessary organisational learning culture,
universities should develop their organisational learning process
in order to increase their performance. To develop the
organisational learning process, universities are recommended
to capitalise on information acquisition and processes to
disseminate knowledge.

For the information acquisition process, acquiring information
from two sources improves the university’s performance. The two
sources of information acquisition are internally from within the
university and externally from other universities in the market.
The author recommends that the deans, as well as the heads of
departments, focus on acquiring the information internally,
whether the students’ satisfaction, the feedback about the
curriculum, and even the successful teaching methodologies.
The deans need to focus on the university’s previous experiences
and align the learning processes with the business environment.
As for the external information, deans and rectors who have the
bigger image need to acquire the information from competitors
(e.g. international universities) and the marketplace to develop
their analyses regarding each academic year and the long-term
plans. The rectors will help empower the organisational learning
processes to flow throughout the university. Practically, the top
management in the university needs to look for the best practices
internally and externally and solve problems by identifying the
key tendencies, whereas in this process, the rectors, deans,
program directors, heads of departments and teachers need to
share and collaborate. Meanwhile, the information acquisition
process is enhanced by collecting not only the information but
also the best practices and pedagogies from the competitors. Also,
the employers’, policymakers’, and governors’ perspectives should
be acquired.

Another practice for enhancing the information acquisition
process is comparing the university’s performance to other

universities. Acquiring information sources could be formally
through the formal reports published on a yearly basis (ex:
public university performance reports, universal rankings and
amount of collaboration and funds provided to this university),
whereas informal sources of acquiring information like
assessing the performance of the university on social media.
Hence, different stakeholders are involved in the information
acquisition process.

As for the second process, knowledge dissemination, the
author recommends that universities focus on both the formal
and informal interaction between employees to enhance the
dissemination of knowledge. For the formal interactions, the
author advises rectors and deans to focus on meetings and
training that will enhance the continuous learning process and
efficiently use the university database. Moreover, deans should
enhance the formal networks among their universities and the
rest of the universities, for example, through exchanging
professors and publishing research papers. These practices will
help disseminate the information rapidly and accurately. As for
the informal interaction and communication between employees,
the author advises the teachers to share knowledge, best practices,
new teaching methods, and new tendencies in research and the
market with each other. The author also advises university heads
of departments to encourage informal interaction between
teachers to support the university’s organisational learning. Since
the government governors are involved in the process, the author
recommends that university heads contact government gover-
nors. Government governors can help by disseminating the goals
and future plans of the government, as well as the best practices
from different universities so that the universities can adapt their
learning processes.

Another example of an organisational learning process may be
found during the departmental and pedagogical meetings, during
which the future of the courses, the programmes, and the schools
are discussed, this leads to better dissemination of knowledge and
eventually a better performance by the university. Therefore, top
managers in universities need to focus on the implementation of
the organisational learning processes in their universities as it
helps in having better performance and eventually adapt to
change and university success (Meshari et al. 2021).

Another important point is that universities need to acquire
sustainable performance as it is also one of the indicators of the
university rankings that has been recently added to the
university’s ranking (like the QS world ranking). Where the
SDGs in the QS world ranking, mainly focus on the environ-
mental impact and the social impact of each university by
indicating the SDGs rating of each university regarding social and
environmental impact.

Finally, top managers in universities need to adapt the universities
to the change that is occurring internationally and promote having a
better sustainable performance to also reflect in their ranking. These
will eventually reflect in the university’s success.

Since the findings show that there is a positive impact of
organisational learning on sustainable performance, then it is
recommended to deliver training for top managers and decision
makers in civil society organisations and government governors to
enhance sustainable development outreach. Moreover, in order to
focus on the importance of sustainable performance in the meetings
and the conferences that are developed in the organisations.

In conclusion, all these recommendations will likely help
universities achieve better performance. Top managers like deans,
rectors and school heads in universities need to focus on the
learning flow within the university. They need to focus on the
organisational learning process at the organisational level. The
author suggests for the future of this research stream to assess this
model on a broader scope, as more universities from outside
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Europe could be evaluated. As this model showed its validity in
various public universities. Also, it is recommended to assess this
model in private universities, as the private universities have
different regulations, organisational learning culture and
performance goals.

Data availability
The dataset generated during and/or analysed during the current
study is available from the corresponding author upon reasonable
request.
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