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Abstract

Learning organization characteristics supports travel agencies to keep
up with constant changes in tourism labor market. Also, learning
organization characteristics help travel agencies achieve the sustainable
competitive advantage. The study focused on answering the question: To
what extent the Egyptian travel agencies have the characteristics of the
learning organizations?. Out of 250 questionnaires distributed on a random
sample of employees in travel agencies — category A in greater Cairo, 216
have been retrieved and found usable for analysis. The study proved that the
Egyptian travel agencies — category A in greater Cairo have the learning
organizations' characteristics. Therefore, Egyptian travel agencies -
category A are considered learning organizations. The study recommended
that considering learning the base of work and success on intensive
competitive business environment.
Keywords: learning organization, organizational learning, travel agencies,

Egypt.
JEL Classification Codes: Z32.
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1. Introduction:

Rapid changes in business environment, changes in the workforce
abilities (Alipour et al., 2011), complexity and uncertainty of business
environment, increasing customer needs (Singh, 2010), intensive
competition (Korth, 2007), technological advancement and financial
instability (Dekoulou and Trivellas, 2015) are the explicit features of
current business environment (Nejad et al., 2012). Organizations that seek
for strong performance and increasing their competitiveness should have
the ability to create process, share and integrate new knowledge in order to
be learning organizations (Balay, 2012). To be a learning organization is
unavoidable in the fast and evolving business environment. Accordingly,
these organizations are compelled to be learning organizations to cope with
rapid changes in business environment (Recepoglu, 2013). Employees
should have innovation and creative ideas, academic excellence, skill for
doing work, ardent to learn, and having the ability to adapt with changing in
the 21% century (Dararat and Taechamaneestit, 2015).

The concept of learning organization became important as a source of
competitiveness (Farrukh and Waheed, 2015). Learning organizations are
those organizations that are keen to permanently learn in order to achieve
their objectives and competitiveness (Chan and Scott-Ladd, 2004). The
characteristics that distinguish the learning organization from the traditional
are leadership, communicating information, empowerment, good
organizational culture employees participating in setting organization's
strategy and horizontal structure (Kraleva, 2011). Hence, it is imperative to
be learning organizations; this is considered a strategic decision and an

important factor for achieving competitive advantage in volatile business
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environment (Khasawneh, 2011). There are some conditions for being
learning organization, such as employees’ tendency to risk taking,
supporting organizational culture that provides an environment for
information and knowledge sharing and dissemination (Kraleva, 2011).
Additionally, providing a convenient structure and compatible strategy.
Learning Organizations focus on continuous development (Gandolfi, 2006),
helping organizations to adapt and response with changes successfully and
effectively through developing structures and systems (Alas et al., 2012). It
Is imperative to strengthen and encourage employees, rather than managing
employees (Yaslioglu et al., 2014). Organizations' ability for continuous
development to face the challenges in the environment has been related to
the ability of these organizations to learn (Senge, 1990). Organizations
seeks to be learning organization in order to create and provide new
products or services to meet consumer needs, and then gaining sustainable
competitive advantage (Vargas, 2015). Learning organization tend to create
an organizational culture of learning (Gagnon et al., 2015). Sustainable
organizations are learning organizations (Brazdauskas and Gaigalaite,
2015). The learning organization is widespread concept in the fast-growing
businesses, like tourism industry (Kraleva, 2011). Tourism organizations
should be learning organization to support their competitiveness, abilities
and innovation. In hotels, applying learning organization theory support
achieving sustainability goals (Brazdauskas and Gaigalaite, 2015). As they
seek to provide the best products and services to their customers; tourism
learning organization creates attitudes, processes and developing strategies.
Also, these organizations try to be the best, and distinguish it from other
competitors. Moreover, Tourism organizations need to become learning
organizations, if they are seeking to reinforce their competitive advantage,
efficiency and innovation (Kraleva, 2011).
Considering all this, the study presented here aims to answer the
following question: To what extent the Egyptian travel agencies have the
characteristics of the learning organizations?

This study is structured as follows: the next section outlines the

concept of learning organization and its dimensions, characteristics and
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importance. Then, the methodology and discussion of results, conclusion
and recommendations. Finally, areas of further studies are presented.
2. Literature Review
2.1 Organizational learning vs learning organization:

There is a high consensus on the importance of learning processes in
different organizations, besides increasing the importance of the learning
organization and organizational learning concepts during the previous few
decades (Lazarova et al., 2013). Learning organization concept was
mentioned in Peter Senge’s: The Fifth Discipline-The Art and Practice of
the Learning Organization (Thepthepa and Mitsufuji , 2016).
Organizational learning and learning organization were slightly used
interchangeably in literature, but they are considered different concepts
(Lien et al., 2006). Moreover, the learning organization and organizational
learning are two sides of the same coin, where the organizational learning is
the major activity in the learning organization (Abdullah and Kassim |,
2008). Organizational learning refers to activities within the organization,
while learning organization is the type of organization (Farrukh and
Waheed, 2015). Additionally, organizational learning covers the sharing of
the knowledge, values and assumptions of the individuals or groups in an
organization (Yaslioglu et al., 2014). learning organization has been defined
according to a number of approaches as: A) Systems thinking approach:
learning organization refer to employees who permanently seeks to develop
their abilities to achieve the desire objectives by new thinking patterns,
collective aspiration (Vatankhah et al., 2011), and team learning (Kalmuk
and Acar, 2015). B) Learning perspective; learning organization is an
organization that facilitates the employees' learning and constantly
improves itself to achieve its strategic goals (Yang et al., 2004). C)
Strategic perspective: learning organization is the ability of organization to
create, acquire, and share knowledge, and amend behavior to highlight new
knowledge and ideas (Kuscu et al., 2015). D) Integrative perspective: An
integrated model for learning organization was developed by Watkins and
Marsick (1993) (Song et al., 2009).

2.2 Learning Organization characteristics and Dimensions:
Learning organization is an organization that improves its capabilities
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on a continuous basis for long term benefits (Senge, 1990). Learning and
work are combined in a continuance systematic technique to continue the
improvements of individual, group and organization within learning
organization (Hussein et al., 2016). Also, learning organizations provide
continuous learning opportunities, using learning to reach their goals,
linking individual performance with organizational performance, fostering
inquiry and dialogue, considering creative and innovation as a source of
sustainable competitive advantages and interacting with their environment
continuously (Nakpodia, 2009). learning organizations are characterized by
cultural values, leadership commitment and empowerment, communication,
knowledge sharing, employee characteristics and performance upgrading
(Sudharatna and Li , 2004). Moreover, features of learning organizations,
are risk taking, support and recognition for learning, resources to perform
the job knowledge management and training and learning environment
(Kontoghiorghes et al., 2005). The most significant characteristics of a
learning organization which is how they view their competitors. The
learning organization deals with its competitors as a means for learning,
rather than competition. Moreover, a learning organization considers its
competition as an advantage, rather than a threat (Kraleva, 2011).

In his book: The Fifth Discipline, Senge (1990) depicted five
disciplines of learning organization to achieve the goal of building a
learning organization (Maden, 2012). These disciplines are personal
mastery (Abbasi et al., 2012), mental models (Ponnuswamy and Manohar,
2016), shared vision, team learning, and system thinking (Kumar, 2015).
These disciplines support infrastructure creation that reinforces continuous
learning, adaptation, and organizations growth. So, one of the main goals of
the learning organization is constructing an organizational culture of
learning (Gagnon et al., 2015). (Goh, 2003) divided learning organization
into five dimensions, which are Clarity of vision, Leadership commitment
and empowerment, Experimentation and rewards, Effective transfer of
knowledge, and Teamwork and group problem solving.

Learning occurs on three levels: individual, group, and organization

(Tafvelin et al., 2017). Learning organization's model of Watkins and
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Marsick’s includes Systems-level and continuous Tearning that lead to
create and manage knowledge outcomes which improve organization’s
performance and capacity for change (Rus et al., 2014). As Watkins and
Marsick’s (1993) mentioned, there are seven dimensions of learning
organization, which are continuous learning, inquiry and dialogue, team
learning, embedded systems, empowerment, system connection and
strategic leadership (Watkins and Marsick, 1993).
2.3 Important of learning organization:

A learning organization facilitates the learning of all its employees
and continuously transforms itself (Alipour et al., 2011; Nakpodia, 2009),
and help organizations that endeavor for survival in competitive business
environment (Haeffner et al., 2012). Learning support knowledge both
explicit and implicit, change behavior, attitude, the way of thinking and
performance of employees (Najafbagy and Doroudi, 2010). Learning
organization aims to create an organizational culture of learning (Gagnon et
al., 2015). Moreover, organizational learning explores and corrects errors,
besides sharing the knowledge between employees and team within
organizations (Najafbagy and Doroudi, 2010). Learning organization
became an in important key factor in the success of organizations (Nazem
and Mozaiini , 2014). learning organization positively improve
organizational performance (Hanaysha, 2016), job satisfaction (Mirkamali
etal., 2011) and employees commitment (Dekoulou and Trivellas, 2015).

Organizational learning reinforce permanent adapting and developing
organization (Onag et al., 2014). Learning organization develop a
mechanism that provide resources and capabilities to decrease time and cost
of determining the requirements of market, fulfill customer needs (Akgin et
al., 2014), dealing more efficiently with rapid changes (Hsiao, 2011),
exploiting opportunities in new markets, and facing threats in markets
(Yeung et al., 2006). Additionally, learning organization seek to attract
knowledge workers, decrease turnover and absenteeism (Kontoghiorghes et
al., 2005), delivering products quickly, dealing with emergent problems and
customers complaints (Ellinger et al., 2002). Learning organization is a
source of gaining competitive advantage in business environment (Dicle
and Kose , 2014). Learning organization provide opportunity for achieving
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organizational profitability (Davis and Daley, 2008). Leaning organization
is considered a vital factor for gaining sustainable competitiveness
(Prelipcean and Bejinaru , 2016).

3. Methodology:

The objective of this study is to answer the following question: To
what extent the Egyptian travel agencies have the characteristics of the
learning organizations? In order to achieve this objective, the researcher
used questionnaire to gather statistical data about demographic and other
work related information of the respondents and the characteristics of
learning organization within the Egyptian travel agencies.

The questionnaire was divided into two sections. Section A includes
demographic and other work related information of the respondents (gender,
age, education, position and work experience). Sections B represents
learning organization dimensions including 21 items on a five-point Likert-
type rating scale (1= strongly disagree, 5= strongly agree) modified from
the scale developed by (Watkins and Marsick, 1997). The scale includes
seven dimensions to identify the availability of learning organization
characteristics in the Egyptian travel agencies — category A — in the greater
Cairo region. These dimensions are:

Continuous Learning, refers to organization’s attitudes to provide
continuous learning opportunities for their employees (Jyothibabu et al.,
2010).

Inquiry and Dialogue, represents an organization’s effort to create a culture
of questioning, feedback, and experimentation (Rus et al., 2014).

Team Learning and collaboration, represents the cooperation skills
between the employees in using resources effectively as a team (Yang et al.,
2004). Also, team learning includes encouraging cooperation, learning and
working together and provide culture of teamwork in the organization
(Leufvén et al., 2015).

Embedded System, indicates systems establishment to capture and share
learning within organization (Tafvelin et al., 2017). This dimension focused
on organization's ability to keep what is learned for using during ongoing

changes (Lim, 2010).
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Employee Empowerment, means the process of creafing and sharing a
collective vision and gathering information about the gap between the
current status and the new vision (Hussein et al., 2016).
System Connection, includes thinking and actions from global perspective
for linking the organization to its internal and external business
environment (Dekoulou and Trivellas, 2015).
Strategic Leadership, notes if leaders think strategically about using
learning to create and manage change and moving the organization towards
new markets (Yang et al., 2004). Additionally, strategic Leadership is the
using of learning as a strategic tool to achieve required organizational
objectives (Dekoulou and Trivellas, 2015).

Questionnaire was handed out to a randomly selected sample of 250
employees in the Egyptian travel agencies — category A — in the greater
Cairo, whereas 216 were retrieved which represent 86.4% of the total. The
researcher used the Statistical Package of the Social Science (SPSS. V.22)
to analyze data. The statistics techniques used in data analysis include
Cronbach alpha to assess the reliability, frequencies, percentages, means,
standard deviation, Mann-Whitney test and Kruskal-Wallis test were used
to test the differences among demographics with regard to the other
variables (gender, position and work experience). Mann-Whitney was used
to compare two independent samples only, while Kruskal-Wallis was
utilized to compare three or more groups.

Nunnally (1978) revealed that, in most social science research,
reliability coefficient of 0.70 or higher is considered "acceptable” (Nunnally,
1978). Cronbach Alpha reliability was computed for the seven dimensions
of learning organization and the test depicted that the reliability coefficients
for all dimensions were above 0.830 which indicates that the instrument is
reliable for being used.

71



Strategy and Development Review Volume: 09 / N°: 16 (2019), p 64-87

4. Results and Discussion:
A) Demographic and other work related information:
Table 1. Demographic and work information

Demographic and work information Freg. | %
Male 192 | 88.9
Gender Female 24 | 111
Less than 25 years 26 12
25-34 year 92 42.6
Age 35-44 year 84 38.9
45-55 year 11 5.1
More than 55 years 3 1.4
Bachelor 202 935
. Diploma 3 1.4
Education Master 8 3.7
Other 3 1.4
Manager 15 6.9
Tourism manager 17 7.9
Marketing manager 13 6
Aviation manager 26 12
Position Human resources 8 3.7
manager
Religious tourism 08 13
manager
Other 109 |50.5
Less than 5 years 77 35.6
Job experience 5-10 years 79 36.6
11-15 years 44 20.4
More than 15 years 16 7.4
Total 216 | 100%

Source: Results from SPSS V.22
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Table (1) showed that, out of 216 respondents, 192 (88.9%) were males,
while 24 (11.1%) of them were females. 12% of respondents were less than
25 years, while 42.6% were between 25 and 34 years, and 38.9% of them
were between 35 and 44 years. The majority of respondents (93.5%) had a
bachelor. Regarding respondents’ position, 50.5% of employees work in
different jobs within the Egyptian travel agencies — category A — such as
transferman, tour leader, tour operator, reservation, customer service and
traffic manager, while 13% of them worked as religious tourism manager,
and 12% worked as aviation manager. 36.6% of employees had work
experience between 5 and 10 years, while 35.6 % of them had work
experience less than 5 years, and 20.4% had work experience between 11

and 15 years.

B) Learning Organization Dimensions
Table 2. Learning Organization Dimensions in the Egyptian travel agencies

Items 5 |4 [3 ]2 |1 [Mean [SD
Dimension 1: Continuous learning 3.33 1.42
In  my organization, | Freq. |89 |71 |2 |24 |30
people help each other ~ o ||| 3.76 1.44
learn. N S | ®»|c | 3|3
In  my organization, e “ . o | o
. . LL

people are given time to ~ © | Y Y 350 1.46
support learning. - % P lw |2 g

> ™ ™ ol - —

N o

In  my organization, &a . o o | «
people are rewarded for e T ™ 1273 |157
learning. — w N @

© (o) L0 4 N o

S — N o N ™
Dimension 2: Dialogue and inquiry 3.80 1.26
In my organiztion, people g ~ < © | <
give open and honest - ® LRI N 1383 1.32
feedback to each other. @ | & ~

S8 |8 |49 |
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In my organization, | &
whenever people state their ff 9 5 o | S| 356 135
view, they also ask what R R ' '
others think. < 10 3 QS|
In my organization, people | S
spend time building trust| £ | © [ Q | | | o [402 |124
with each other. % | 444 |37 |32 |65 |89
Dimension 3: Team learning and collaboration 3.76 | 1.37
In my organization, teams | o
/groups have the freedom | & |& |G |mw | & | &
to adapt their goals as © © <« ~ o
needed. cld|a|3lel 2|5 |3
In my organization, teams =
/groups revise their| € |w | © < o
L L |0 | ~ o~ ™ —
thinking as a result of
group  discussions  or < | o ~ - <
information collected 2 (818|139 3 = 3
In my organization, teams | <
Igroups are confident that | £ N - IR =S S 372 | 134
the organization will act as o | o _ ' '
their recommendations. ° 9|9 Q| -
Dimension 4: Embedded systems 368 |1.36
My organization creates | &
[<B]
systems to measure gaps | ¥ |8 | & | © | = 3.50 147
between  current  and ' '
N (o] (o) Lo
expected performance c |98 2 = o
My organization makes its :
y org . = 371 | 1.40
lessons learned availableto | & (2| @ | n | & 0
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all employees o | o 0 ©
© ~ | o ™ < —
S o ™ N i —
My organization measures | & | ._ | o - | o
the results of the timeand | = |™ | © | ¥ | ™ | < 1382 |1.28
resources spent on training. © | N | o o
S 8] F |4 ||
Dimension 5: Empowerment 3.81 1.32
. s
My organization E olg | |~ %
recognizes  people  for 3.77 1.35
S | o
taking initiatives B I N -
S o < ™ N~ —
My organization (gives | =
[<B]
people control over the| T |81 L | » | & N 3.78 137
resources they need to ' '
. . < - —
accomplish their work e || Q0 | T | m —
S o o — — —
My organization supports | S | | o | <
employees who take| % [® | ™~ |0 | @ — 1388 |1.27
calculated risks. ~ | o~ ™
o || W ™ To) Lo
> S| ™ 3\ — ©
Dimension 6: Systems connections 4.16 1.01
.. o
My organization E S o <
. i (o0] < — e 0]
encourages people to think 4.21 1.02
from a global perspective. NI~ ol . ~
=] P~ o : 4 .
> x| = — © ™
My organization works | &
. . [<D]
together with the outside | © |5 | & | « | & N 408 110
community to meet mutual o | o ' '
needs. e |O|w |2 | ¥ ©
S < <t o N~ Lo
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My organization )
O
encourages people to get E 29|l .
answers from across the 4.19 1.03
organization when solving < | -
o || ™ ™ - !
problems. S I | 9§ |« | & 0
Dimension 7: Strategic leadership 434 | .96
In my organization, leaders g 3| o
mentor and coach those | &L |— | © | ™ | ™ o 4.47 .90
they lead
y R (S0 vl | B~
In my organization, leaders g 9|« - -
continually  look  for | = |= | ™ | ¥ | | < 1425 |[1.10
opportunities to learn _ ~ g o -
S || ™ — © o)
In my organization, leaders |
ensure that the| 8 || «
N . L |+ | o ~ o ~ 4.30 .95
organization’s actions are
consistent with its values e H o | N | N
S 0 < ™ ™ < ™
Total mean and standard deviation 3.84 1.20

Source: Results from SPSS V.22

Table (2) depicts the availability of characteristics and dimensions of
learning organizations in the Egyptian travel agencies — Category A, where
the mean is 3.84, and the standard deviation 1.20. The seventh dimension
(strategic leadership) has the first rank in term of availability in the
Egyptian travel agencies (mean= 4.34 & SD= 0.96), then the sixth
dimension (systems connections) (mean= 4.16 & SD= 1.01), followed by
the fifth dimension (empowerment) (mean= 3.81 & SD= 1.32), then after
that the second dimension (dialogue and inquiry) (mean= 3.80 & SD=
1.26), then the third dimension (team learning and collaboration) (mean=
3.76 & SD= 1.37), followed by the fourth dimension (embedded systems)
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(mean= 3.68 & SD= 1.36) and Tinally in the Tast rank; the Tirst dimension
(continuous learning) came (mean= 3.33 & SD=1.42).

In some detail; employees help each other learn within travel agencies
(mean= 3.76 & SD= 1.44), and these agencies give employees the chance
and time to learn (mean= 3.50 & SD= 1.46). But 55.5% of respondents
reported that, no rewards presented these agencies to employees who seek
to learn (mean= 2.73 & SD= 1.57). The mean of continuous learning
dimensions in travel agencies was 3.33 and the standard deviation was 1.42.
This result indicates the relative interest of travel agencies — category A to
support the learning of employees and to develop their knowledge and
experience.

In the context of travel agencies seeking to dialogue and discuss with
employees to identify their views and construct a strong confidence among
them; there is transparency and integrity in these agencies by providing a
clear feedback to all employees in the same time (mean= 3.83, SD= 1.32),
Besides, employees seeking to know what others think after presenting their
ideas (mean= 3.56, SD= 1.35). Moreover, for strong relations, employees
spend time to construct trust with others within agencies (mean= 4.02, SD=
1.24). The mean of dialogue and inquiry dimension in travel agencies was
3.80 and the standard deviation was 1.26. This result confirmed that, travel
agencies focus on dialogue and discussion with employees to know their
views and suggestions and the potentiality of building trust.

Regarding to travel agencies' supporting for employees and
encouraging them to cooperate and work as a team; employees have a
freedom to achieve their objectives as they want (mean= 3.77, SD= 1.45),
and teams review and refine ideas and suggestions after group discussion
and information gathering (mean= 3.81, SD= 1.34). Additionally,
employees make sure that agencies implement their recommendations
(mean= 3.72, SD= 1.34). The mean of team learning and collaboration
dimension in travel agencies was 3.76 and the standard deviation was 1.37.
This result revealed that, these agencies continuously encourage employees
to work as a team, team learning and more cooperation for agencies'
success.
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As travel agencies seek to improve performance; it sets a system for
measuring the gap between the current and expected performance to
identify obstacles affecting the current performance and non-arrival to
expected performance (mean= 3.50, SD= 1.47). Information and learning
lessons are available for all employees to learn from them (mean= 3.71,
SD= 1.40). Travel agencies also focus on returns of training on improving
employees and agencies' performance (mean= 3.82, SD= 1.28). The mean
of embedded systems dimension in travel agencies was 3.68, and the
standard deviation was 1.36, which clarify the interest of these agencies to
achieve optimal performance, and training programs evaluation on an
ongoing basis to increase the returns of these programs.

In terms of empowering employees in travel agencies; these agencies
appreciate employees for taking initiatives (mean= 3.77, SD= 1.35), besides,
supporting them to control over resources required to perform their work
and achieve their objectives (mean= 3.78, SD= 1.37) and promoting
employees who taking risks (mean= 3.88, SD= 1.27). The mean of
empowerment dimension in travel agencies was 3.81 and the standard
deviation was 1.32, which reflect the attitude of travel agencies to empower
their employees through encourage them to take initiatives, take risks and
give them a freedom in the way of achieving their objectives.

From the results of globalization, including the opening markets and
global competition; travel agencies encourage their employees to think from
global view, and how to exploit available chances for their agencies (mean=
4.21, SD= 1.02), alongside integration and work to meet and satisfy the
needs of the outside community (mean= 4.08, SD= 1.10). Moreover, these
agencies emphasize employees to rely on accurate information in solving
problems (mean= 4.19, SD= 1.03). The mean of systems connections
dimension in travel agencies was 4.16 and the standard deviation was 1.01,
which demonstrate the attitude of travel agencies to work and compete in
global business environment and provide services and products that fulfill
outside community's desires. Additionally, depending on accurate and
sufficient information in solving problems.
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In the Tight of global affifude fo strategic planning, strategic
management, long-term planning and strategic leadership; We find that,
travel agencies' managers monitor and follow up employees effectively and
continuously to make sure that the work goes according to plan (mean=
4.47, SD= 0.90). Managers also search for learning chances and exploit
them (mean= 4.25, SD= 1.10). Moreover, managers make sure that
practices and actions of agencies are compatible with its values and
organizational culture (mean= 4.30, SD= 0.96). The mean of strategic
leadership dimension in travel agencies was 4.34 and the standard deviation
was 0.95 that highlight the strategic perspective and orientation of the
management of these agencies and strategically and effectively think to
achieve competitive advantage.

Table 3. The differences among gender with regard to learning organization
according to Mann-Whitney test

Mann- .
Mean . Wilcoxon .
Gender | N Rank \l/JVhltney W Z Sig.
Learning Male 192 | 113.85 -
organization | Female | 24 65.76 1276 1576 3.574 0.137

Source: Results from SPSS V.22
As showed in table (3) there is no significant differences between
gender and learning organization where the p values for all of them were
above .05.
Table 4. The differences among position and work experience with regard to
learning organization according to Kruskal-Wallis test

Mean Chi- .
N Rank | Square Sig.

Manager 15 | 197.00

Tourism manager | 17 | 197.00

Learning rI\nA:r:ZZSP ’ 13 | 18431
o Positi — 185.4 2
organization osition Aviation manager | 26 | 159.65 85.405 ) .238

Human resources 8 | 1415

manager
Religious tourism | 28 | 123.21
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manager
Other 109 | 55.09

Lessthan5years | 77 | 178.00

Learnin Work 5-10 years 79 | 99.89
'g. . 11-15 years 44 | 38.52 | 194.220 | .192
organization | experience
More than 15| 16 8.50
years

Source: Results from SPSS V.22

As showed in table (3) there is no significant differences between
position and work experience and learning organization where the p values
for all of them were above 05.

5. Conclusion and Recommendations:

Learning organizations focus on continuous improvement and
development in employees' knowledge and expertise and encourage
managers to learn. Learning organizations are those organizations that
constantly seek to learn, exploit opportunities, achieve goals and thus
achieve a competitive advantage. It is also one of the hallmarks of today's
business environment. Availability of learning organization characteristics
in travel agencies help them adapting with changes in labor market. The
prime objective of this study was to answer the following question: To what
extent the Egyptian travel agencies have the characteristics of the learning
organizations?. The results of this study concluded that, travel agencies —
category A in greater Cairo have the learning organizations' characteristics.
The results also revealed the availability of the seventh dimensions of
learning organizations in travel agencies — category A at varying levels but
close. Based on these results, Egyptian travel agencies — category A in
greater Cairo are considered as learning organizations.

Although the availability of characteristics and dimensions of learning
organizations in travel agencies are evident, there are some
recommendations in order to make these characteristics more available
within these agencies. These recommendations are:
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- Considering Tearning the base of work and success on intensive
competitive business environment and it is a continuous and
effective process to achieve the competitive advantage;

- Encouraging, motivating and rewarding employees who seek to learn.

- Encouraging employees to create and share knowledge;

- More empowerment for employees in decision making and the
necessity of employees' participation in travel agencies management;

- Providing feedback to employees about performance evaluation and
giving recommendations to treat deficiencies in performance;

- Motivating employees to think from strategic and global
perspectives continuously;

- Searching for different thinking ways that improve decision making
process and create ideas and suggestions to develop travel agencies;

- Providing effective, flexible and simple communication system
within travel agencies;

- Rewarding employees for continuous looking for new information in
business environment.

6. Area of Further Studies:

This study focused on discovering the extent to which the Egyptian
travel agencies have the characteristics of the learning organizations.
Further studies are needed to discuss the factors affecting the availability of
these characteristics. Future research should discuss the relationship
between some variables such as strategic planning, human resources
management practices, organizational culture and learning organization
dimensions in travel agencies. To identify the importance of these
characteristics, further studies can be conducted to determine the impact of
these characteristics on some organizational variables such as performance,
job satisfaction, commitment, innovation and customer service. All of this
would give a clear and comprehensive perceptions about the role of
learning organization characteristics in travel agencies.
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