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Abstract
Background: Today, employee productivity is an important issue for organizations and the role of work ethics
and learning in productivity is considered important. Therefore, the purpose of this study was to predict employee productivity based on work ethics and organizational learning.
Method: The method of the present study was descriptive-correlation. The statistical population included the
employees of the Social Security Organization (404 people) whose sample size was selected based on Cochran's
formula and random sampling method (n=205). The research instruments were Hersey and Blanchard (1983)
employee productivity questionnaire, Gregory (1990) work ethic and Nife (2001) organizational learning questionnaire, the reliability of which was obtained by Cronbach's alpha test (0.84). Descriptive statistics were analyzed with SPSS26 software and inferential statistics were analyzed with Amos24.
Results: Data analysis showed that the variables of work ethic and organizational learning can predict 0.45
variance of the criterion variable (employee productivity). Also, work ethic and organizational learning had an
impact factor of 0.51 and 0.43, respectively, on employee productivity (p <0.05).
Conclusion: According to the results, it can be said that work ethic and organizational learning are effective
on employee productivity. Therefore, to increase organizational productivity, more attention should be paid to
work ethic and organizational learning.
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Introduction
The performance of an organization is consistently
and significantly determined by the performance of
processes and the performance of human re

sources. In fact, only by improving human resources can we expect the desired performance of
the organization and thus productivity (1, 2). Studies show that under the same conditions, the only
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reason for organizational failure that causes the organization to fail to achieve its goals is the lack of
productivity of human resources (3).
Employee productivity is one of the benefits of organizational excellence. Organizations try to identify the causes and factors of increasing the productivity of their employees so that they can achieve
their organizational goals (4). Many factors in employee productivity have been considered by experts. Previously, it was believed that productivity
could only be achieved through a set of material
factors. In fact, high levels of access to finance and
hardware lead to the productivity of organizations.
But researchers now believe that human resources
also play an important role in productivity (5).
One of the important factors on employee productivity is work ethic (6). Work ethic in general can be
defined as people's attitudes and beliefs about the
value of work, work commitment and the degree of
adherence to the principles of work profession (7).
Employees' work ethic includes a set of values and
ethical principles as a guide that can enhance their
work performance. Work ethic does not simply
mean applying specific philosophical methods to
professional work; It is also the application of ethical principles and codes (8). The results of some
studies have shown that work ethic can increase the
level of responsibility of employees and this can
also lead to better work performance of employees.
Work ethic also makes employees look at their profession with a positive attitude and have a positive
evaluation of it (9).
Another important factor in employee productivity
is organizational learning. Organizational learning
refers to an organization's ability to process
knowledge through the acquisition, transfer and integration of knowledge and behavior modification,
which ultimately leads to a new cognitive status
with the aim of improving performance (10). Organizational learning in today's knowledge world,
competitive advantage and competence are considered essential for the sustainability and dynamism
of organizations (11). This type of learning helps
organizations respond to changes in the organizational environment and leads to innovations that
improve their performance (12). Organizational
learning can be achieved in two forms: adaptive and

productive learning. Adaptive learning requires unexpected behaviors that produce relatively specific
behaviors and are influenced by the individual's reactions to similar situations in different environments. But productive learning deals with situations
that add to new behaviors, the application of past
knowledge and skills and their application in different and new situations (13).
Most productivity studies have been conducted in
manufacturing and heavy industry organizations,
and in service organizations such as the Social Security Organization have been rare and have
formed a research vacuum. Research has shown
that work ethic enhances the productivity of faculty
members through creativity in work (14). Researchers found that work ethic has a positive, direct and
significant effect on employees' job performance
(15). In other studies, researchers concluded that
employees' individual productivity has a significant
relationship with work ethic and its dimensions (1617). Other researchers have concluded in similar results that organizational learning has a significant
relationship with human resource productivity (1819). Another study showed that work ethic leads to
improved organizational performance environment of employees (20). Other results showed that
work ethic is related to productivity and quality of
life of employees (21). In another similar study, researchers found that the quality of work ethic leads
to improved job satisfaction and employee productivity (23-22). The results of other studies showed
that organizational learning is one of the factors
that have a positive effect on the performance of an
organization (24). Other results showed that organizational learning has a mediating role in the relationship between strategic planning and organizational performance (25).
Productivity can occur in all manufacturing, distribution and service organizations. It is one of the
service organizations of the Social Security Organization, which provides various support and insurance services to the general public, and productivity
is an important issue in this organization. The literature shows that organizational learning is related
to employee productivity; Professional ethics variables can also affect employee productivity. Some
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studies have shown that work ethic leads to increased work responsibility and this can lead to better work performance in employees. Despite the
impact of these two variables on employee productivity, no research has been conducted in this field
and in the social security community, and it has created a research gap. Therefore, the purpose of this
study is to predict employee productivity based on
professional ethics and organizational learning in
the Social Security Organization.

Material and Methods
The method of the present study was descriptivecorrelational and in terms of purpose it was an applied research. The statistical population included
the employees of the Social Security Organization
of Qazvin province (440 people) in 2019. The sample size was determined based on Cochran's formula (n=205). Random sampling method was also
used to select the sample.
The research instrument included the following
questionnaires: 1- Employee Productivity Questionnaire: This scale was designed in 1980 and has
7 components (ability, understanding and cognition, organizational support, motivation, feedback,
credibility and adaptability) and 26 items based on
the Likert scale is scored in 5 parts: very high (5),
high (4), somewhat (3), low (2) and very low (1).
Scores ranging from 26 to 43 are considered low
productivity, ranges between 44 and 88 are considered average productivity and scores above 88 are
highly productive (26). The validity and reliability of
this questionnaire has been confirmed in internal
studies such as Iranzadeh et al. (27). 2- Work ethic
questionnaire: This scale was created in 1990 and
has 4 dimensions (attachment and interest in work,
perseverance and seriousness in work, healthy and
humane relationships in the workplace and collective spirit and participation in work) and 23 items.

And according to the Likert scale (strongly disagree
(1), disagree (2), neither agree nor disagree (3), agree
(4) and strongly agree (5), the range of 23 to 46 indicates poor work ethic; Between 46 and 69, the
level of work ethic at the intermediate level and
scores above 69 means the level of work ethic is
very good (28). In a study (29), the reliability of this
questionnaire is 0.85. Organizational Learning
Questionnaire: This scale was developed in 2001
and has 7 dimensions (shared perspective, organizational culture, teamwork and learning, knowledge
sharing, systems thinking, participatory leadership
and staff competency development) and 33 items.
The basis of the Likert scale is graded as very
strongly agree (7), strongly agree (6), agree (5), neither agree (4), disagree (3), strongly disagree (2),
very strongly disagree (1) (30). Reliability of this
questionnaire had been reached in Khan Alizadeh's
research (0.83).
To analyze the data, descriptive statistical tests
(mean, frequency and percentage) were analyzed
with SPSS26 software and inferential data (structural equations) were analyzed with Amos24 software were used.

Results
Descriptive indicators (mean, standard deviation,
minimum and maximum scores) of research variables are presented in table (1).
The findings of table (1) show that in the dimension
of employee productivity, the component of ability
(3.56), in the dimension of work ethic, the component of healthy relations in the workplace (4.25), in
the dimension of organizational learning, the component of employee competence development
(82/ 4) have obtained the highest average. Table 2
also examines the normality of the data.

Table1: descriptive indicators of research variables
Factors/variable
Employee productivity
Ability
Clarity
Organizational support
Incentive
Feedback
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Mean
2/66
3/56
3/37
2/23
2/35
2/11

SD
0/45
0/98
0/84
0/59
0/65
0/61

Minimum
1/11
1/15
1/04
1/07
1/18
1/21

Maximum
4/17
4/53
4/29
4/47
4/33
4/58
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Credit
Compatibility
work ethics
Dependable
Ambitious
Healthy and humane relationships in the workplace
Cooperative
Organizational Learning
Shared vision
Organizational culture
Teamwork and learning
Shared knowledge
Systematic thinking
Participatory leadership
Employee skills and competencies

2/26
2/76
3/16
3/25
2/51
4/25
2/64
3/82
2/47
4/74
3/69
3/15
3/59
4/29
4/82

Findings in table (2) show that the significance
level of Shapiro-Wilkes test for all three main variables (employee productivity, work ethic and organizational learning) is more than 0.05. Therefore, it can be said that the distribution of the main
variables of the research is normal and the structural equation modeling method can be used to fit
the conceptual model. Structural equation modeling helps the researcher to test and evaluate a theoretical model consisting of various components,
both in general and in part (32). To investigate the
model, first, confirmatory factor analysis was used

0/63
0/52
0/44
0/77
0/62
0/75
0/68
1/03
1/31
1/34
2/08
1/52
1/62
1/53
1/53

1/13
1/04
1/16
1/19
1/18
1/14
1/13
1/56
1/39
1/49
1/52
1/78
1/63
1/48
1/76

4/11
4/23
4/52
4/43
4/39
4/34
4/19
5/26
5/34
6/35
6/10
5/78
6/25
6/67
6/55

to measure the relationships between hidden variables and their measurement items. The measurement model (confirmatory factor analysis) examines the relationship between the items or the
same questions of the questionnaire with the
structures. Then, using a structural model, the relationship between the factors and each other will
be examined to test the hypotheses. In the present
study, the factor validity of the questionnaire was
done with the help of confirmatory factor analysis
and using Amos software.
The fit indices of the measurement models are
summarized in Table (3).

Table2: Results of checking the normality of the main dimensions of the model
Variable
Employee productivity
Work ethics
Organizational learning

Shapiro-Wilk
0/994
0/993
0/996

Sig.
0/627
0/493
0/918

Skewness
0/61
0/62
0/47

Kurtosis
0/32
0/71
0/99

Results
Normal
Normal
Normal

Table 3: Fit indicators for each of the measurement models
Indicator
X2/df
RMR
GFI
AGFI
NFI
RFI
IFI
TLI
CFI
PRATIO
PNFI
PCFI
RMSEA

Optimum
3 and less
Near zero
0/9 and more
0/9 and more
0/9 and more
0/9 and more
0/9 and more
0/9 and more
0/9 and more
0/5 and more
0/5 and more
0/5 and more
Less than 0/08

Employee productivity
1/27
0/080
0/947
0/926
0/938
0/909
0/912
0/921
0/947
0/807
0/770
0/574
0/065

Work ethics
1/43
0/076
0/934
0/912
0/930
0/945
0/915
0/905
0/934
0/508
0/530
0/707
0/060

Organizational learning
1/25
0/038
0/943
0/930
0/925
0/930
0/919
0/936
0/943
0/646
0/617
0/617
0/058
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The results of confirmatory factor analysis showed
that the measurement models have a good fit because the value of χ2 / df (chi-square divided by
the degree of freedom) is less than 3, and the value
of RMSEA is less than 0.08, the values of GFI,
AGFI and NFI are greater than /9. 0 and economical indices (PNFI and PCFI) is more than 0.5. In
the following, the validity and reliability of the
model structures are examined.
Confirmatory factor analysis (CFA) was used to
evaluate measurement models. For this purpose,
the factor load of each indicator (item) on each
structure was estimated and analyzed using its significance level. Thus, if the significance level is less
than 0.05, the factor loads are significant at the 5%
level and the null hypothesis that the role of the
marker in the formation of the studied structure is
not significant is rejected and the significance of
the relations in the form of analysis a confirmation
factor is accepted. Also, for each structure, the two

extracted mean variance (AVE) and combined reliability (CR) indices are calculated to measure the
validity and reliability of the structures, respectively. AVE index shows what percentage of the
variance of the studied structure was affected by
the markers of that structure. The AVE index is
used to measure the validity of a structure and is
also known as convergent validity. Researchers
have set a value of 0.5 or higher for the appropriateness of this index. Therefore, according to the
extracted mean variance (AVE) index, values
higher than 0.5 indicate the appropriate validity of
the structure under study. The composite reliability (CR) method was used to determine the reliability of the structures. If the CR value for structures is greater than 0.6, they show acceptable reliability (32). In addition, Cronbach's alpha index
(α) was used to evaluate the reliability of the structures. The results of confirmatory factor analysis
and construct validity and reliability indices of
measurement models are given in Table (4).

Table 4: Factor loads and construct validity and reliability indices
Factors/variable
Employee productivity
Ability
Clarity
Organizational support
Incentive
Feedback
Credit
Compatibility
Work ethics
Dependable
Ambitious
Healthy and humane relationships in the workplace
Cooperative
Organizational Learning
Shared vision
Organizational Culture
Teamwork and learning
Shared knowledge
Systematic thinking
Participatory leadership
Employee skills and competencies

Factor loading
0.78
0.75
0.73
0.79
0.76
0.78
0.85
0.76
0.79
0.73
0.85
0.83
0.81
0.80
0.75
0.84
0.83
0.74

The results of Table (4) show that the standardized
factor load of all variables is more than 0.7 and is
significant (significance level is less than 0.01). The
value of the index (AVE) for all structures is more
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P value
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p
0.001< p

α (Chronbach)
0.811

CR
0.915

AVE
0.827

0.872

0.864

0.811

0.849

0.926

0.855

than 0.5 and the composite reliability index is
more than 0.6. Cronbach's alpha value of all three
constructs is more than 0.7, so each of the model
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constructs has convergent validity and good composite reliability for measuring research variables.
Figure 1 also shows the final structural model.

Figure 1: Fitted structural model of employee productivity
Findings in the structural model (Figure 1) show
"work ethic" and "organizational learning". Table
that the factor load of the components in all di(5) shows the suitability indicators of the model.
mensions is greater than 0.7, which shows that the
Fit indicators in table (5) show that all indicators
components explain the dimensions well. The coare in the desired range, so the structural model of
efficient of determination of the employee
the research is approved. Table (6) also shows the
productivity variable is equal to 0.45, which means
significance of the path coefficient and the level of
that 45% of the changes in employee productivity
significance between the main variables.
can be explained by two independent variables
Table 5: Fitness indicators of the research model
Fitness indicators
Reported value
Accepted value

χ 2/df
1.28
Less than 3

RMSEA
0.0434
0.08<

CFI
0/908
0.09<

TLI
0/921
0.09<

IFI
0/959
0.09<

GFI
0/947
0.09<

AGFI
0/941
0.8<

Table 6: Significance of path coefficients
Relationship
Work ethics and employee productivity
Organizational learning and employee productivity

The results of Table (6) show that the value of
work ethic coefficient with employee productivity
is equal to 0.51. Also, the value of organizational
learning path coefficient with employee productiv-


0.51
0.43

CR
6.28
5.64

α
0.001
0.001

Result
Significant
Significant

ity is equal to 0.43 and both coefficients are significant at 95% confidence level, so ethics variables
Work and organizational learning have a positive
and significant effect on employee productivity.
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Discussion
The main purpose of this study was to predict employee productivity based on work ethic and organizational learning in Qazvin Social Security Organization. Findings showed that work ethic and
organizational learning have a significant relationship with employee productivity and both variables predicted 0.45 variance of criterion variable
(employee productivity) (p <0.05). The results of
the present study are in line with some studies and
studies that concluded that work ethic has a significant relationship with employee productivity (1417, 23-20). In explaining the effect of work ethic
on employee productivity, it can be said that work
ethic is a kind of inner desire and attitude to observe ethical and work norms. Ethics in work creates a kind of commitment; if a person has a higher
level of work ethic, he becomes more sensitive to
the protection of the property and rights of others,
his group and organization. Therefore, it can be
concluded that work ethic creates a kind of commitment and responsibility towards oneself, others
and even groups, which ultimately forms a positive
attitude in the individual and leads to better performance. In addition, some research has shown
that the spirit of cooperation and partnership as
one of the important components of work ethic
leads to greater productivity by increasing the
spirit of sharing and sharing knowledge among
employees (33). A collaborative spirit distributes
all learning capacity among employees, resulting in
better employee performance.
Organizational learning also had a significant relationship with employee productivity. This finding
is in line with the results of some studies that have
found that organizational learning leads to improved employee productivity and confirms their
results (25, 24, 19, 18). Explaining the results, it
should be said that organizational learning is one
of the variables that organizations teach their employees how to learn and share knowledge in a
group and share their experiences. In such a situation, employees will feel more responsible for each
other. In fact, the synergy of learning experiences
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makes employees have a higher level of performance. This can be one of the effective factors in
improving organizational performance and consequently their productivity. Another is that in the
shadow of sharing organizational learning, we can
see a reduction in organizational and psychological
costs. This cost reduction actually generates more
employee efficiency. Organizational learning by
sharing experiences inside and outside the organization allows employees to solve problems and
problems in the shortest possible time and provide
the best solutions instead of individually searching
for the necessary information, which is associated
with cost and waste of client time.
The findings of the present study, like other studies, had some limitations. This research was a case
study and to generalize the results, research at a
larger level is needed. Another limitation was that
other interfering factors in the research may have
been outside the researcher's control. Another
limitation is that only a small method was used in
this study, while the combined method has more
advantages. Therefore, it is suggested that researchers in future studies to study the productivity of employees based on work ethic and organizational learning to explore the components of
variables. Another suggestion is to strengthen the
work ethic of employees by providing material and
extra-material rewards for employees who are
more attached to their work and are more ethical
in nature. Due to the effectiveness of organizational learning in improving productivity, setting
up working groups of two or more people in organizations and departments to improve
knowledge and skills and to encourage them, benefits and rewards should be considered.

Conclusion
It can be concluded that employee productivity is
affected by many factors. Meanwhile, work ethic
and organizational learning affect employee
productivity. In other words, by strengthening the
work ethic variable, more productivity can be witnessed in employees. Also, supplementing work
ethic, strengthening organizational learning and
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paying attention to employee learning can lead to
greater employee productivity.
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In order to observe the research ethics, the purpose of
the research was explained to the respondents and it was
also ensured that the research findings are for research
work and will not be made available to anyone other
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attached to the questionnaire that if the respondent does
not want to complete the questionnaire, he can return it.
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