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Abstract 

Organizational learning happens as a function of experience within an organization and allows 

the organization to stay competitive in an ever-changing environment. Organizational learning is 

a process of improvement that can increase efficiency, accuracy, and profits and enhances the 

skills in order to cope up with external changes. The main, key and requirement factors of 

organizations are that they want to remain in the economic modern world and competitive 

environment. Thus, organizations must be prepared through constantly learning, for dealing with 

changes and to have the ability to adapt with conditions changes and challenges moderns must be 

able to institutionalize learning within the organization. The main objective of this research is to 

understand the necessity of organization learning and reduce the risk and challenges in the 

organization. A research design is the specification of method and procedure for accruing the 

information. Descriptive research design is appropriate for this study. The project initiated with 

understanding the mannerisms of the organization learning and the importance to adapt the same 

in every work environment. 

Keywords: Increase efficiency, learning, organizational learning, Work environment. 

 

Introduction 

Learning is the gaining of new knowledge, and the ability to apply that new knowledge in order 

to improve performance. In the context of organizations, learning can help businesses become 

more innovative and competitive. Additionally, in light our constantly and rapidly changing 

environment, businesses need to learn how to adapt and evolve in order to survive.  

Organizational learning is an expansive and diverse field with influences that can be felt from 

sociology, psychology, philosophy, business management, and many others disciplines. While 

there is no one definition to this concept, the organizational learning theory is commonly 

described a process of developing, retaining, and transferring knowledge within an organization. 

From this perspective, organizational learning occurs as a result of experience and an 

organization is said to have learned from an experience when there is a change in the 

organization's behaviour or performance. 
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One the most influential concepts in the organizational learning theory is the notion that we learn 

from our mistakes. This idea was developed by Chris Argyris and Donald Schon, who suggested 

that learning takes place through the process of detecting and correcting errors. For example, 

when you perform a task and the actual outcome is not what you expected, you (or the team) will 

likely investigate what happened and correct the mistakes as needed. According to this notion, 

when you are interacting with your fellow colleagues, learning occurs within the organization. 

organizational learning is defined as a change in the ’s knowledge base that occurs due to past 

experience. Learning  has been described as an outcome or product of organizational learning, 

which is complex and multidimensional in approach.  The creation of knowledge, the retention 

of knowledge, and the transfer of knowledge, which altogether can be classified as 

organizational learning, can be conceptualized as formal activities which are a function of 

experience. 

 learning is hereby conceptualized as a “multilevel process where members individually and 

collectively acquire knowledge by acting together and reflecting together”. Accordingly, learning  

culture has direct effects on organizational performance and organizational innovativeness, 

potentially leading to long-term organizational success. 

Characteristics of  Learning: 

i. In learning  information runs smoothly at all levels of the . 

ii. Learning is done simultaneously at four levels of individual, group, inter-group, 

and organizational level. 

iii. Learning  has bright and consensus visions about the future, growth and 

development of the  and the employees. 

4) Learning  has a kind of reflective thinking and insights about people,  and 

management. According to Iles and Sutherland, learning  can be distinguished in terms of 

organizational structure, organizational culture, information systems, human resources 

practices, and leadership. 

• organizational structure: Learning organizations have managerial hierarchies that 

enhance opportunities for employee, career and service user involvement in the . 
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• organizational culture: Learning organizations have strong cultures that promote 

openness, creativity, and experimentation among members. They encourage members to 

acquire process and share information, nurture innovation and provide the freedom to try 

new things, to risk failure and to learn from mistakes. 

• Information systems: Learning organizations require information systems that improve 

and support practice and that move beyond those used in traditional organizations where 

information is generally used for control purposes. 

• Human resources practices: People are recognized as the creators and users of 

organizational learning. Accordingly, human resource management focuses on provision 

and support of individual learning. Appraisal and reward systems are designed to 

measure long-term performance and to promote the acquisition and sharing of new skills 

and knowledge. 

• Leadership: Learning organizations, like all other form of an ideal , depends heavily on 

effective leadership. Leaders communicate a plausible vision of the learning , by 

providing the support and interpersonal helping needed to transform and sustain an  

growth path. 

Another unique way to identify a learning  is that managers and employees encourage 

work related learning, the exchange of information between employees to bring about 

innovation and continuous organizational improvements. 

Dimensions to organizational learning 

Management Training conveys the idea of making people more alike than different in 

some respect and trying to d-emphasize individual differences in some particular area. 

Many organizations spend considerable time, energy, and money to make their managers 

more alike than different. Instilling company values and philosophy and inculcating the ’s 

climate and norms are examples of exposing managers to ideas and ideals they are 

expected to emulate and to think similarly about. A good example of management 

training includes salary and payroll administration, data and information processing. 
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Management development means legitimizing individual differences, giving 

opportunities for managers to develop and actualize his or her potentials, and 

encouraging him or her to be more unique in their own personal characteristics. 

Many organizations invest so much resource to management developmental programs, 

like educational advancement program, which will enable the individual to develop his 

own already built in competences. The assumption made here is that increased self-

awareness and understanding can lead to attitudinal or behavioral changes that will 

increase an individual’s personal effectiveness and ultimately the effectiveness of the . 

organizational development involves policies and programs designed for inculcating in 

employees the right attitudes, skills and knowledge necessary for success in an 

employee’s job function. organizational development is a planned process of cultural 

change, utilizing behavioral science knowledge as a base for interventions aimed at 

increasing the ’s health and effectiveness. The focus of organizational development is not 

solely on the individual person and his or her growth in the . Rather, the focus is on how 

the individual relates to his or her own work group and how his or her group interfaces 

with other groups in the organization. 

The choice of learning approach employed is a dependent on the  objective, given the 

specific kind of change desired in the . Whether the change is directed at reducing 

individual differences, legitimizing individual differences, or enhancing group/ 

intersgroup collaboration, performance is the key issue. 

Benefits of organizational learning 

organizational learning results in technological innovation, process improvement and 

product enhancement. 

It has been established that there is a positive relationship between the degree of 

organizational turbulence and organizational learning. That means that the greater the 

changes in the external environment of a business , the greater the need for organizational 

learning.  

In the absence of organizational learning there will be stagnation and the  will not be able 

to adjust to environmental changes. Knowledge creation and organizational learning can 
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create a new approach of continuous improvement leading to the increase of 

organizational performance.  

One of the reasons why organizational learning is important is that, organisations that 

have a low level of organizational learning will not be able to adjust to environmental 

changes which are a consequence of technological innovation. This will invariably limit 

the ability of the  to remain competitive and it will lead the  to early death. Thus, one of 

the strategic values of an  lies in becoming a "learning organization". These organizations 

have an enterprise architecture that converts the firm into a place of learning, so the 

organization can make appropriate approaches to changing environment. 

Levels of organizational learning 

In every , there are basically three levels of organizational learning: 

The individual level: Learning at the individual level entails getting a person cumulative 

or new ideas and information belonging to his environment, understanding them, 

interpreting and experimenting them and then, adjusting his behavior in terms of obtained 

results using conceptual and cognitive processes. 

According to Hollingshead, specialization and distribution of knowledge among 

organizational members create barriers for them to effectively identify, retrieve and 

transfer knowledge when in need. 

The group level: When individuals share and interact with other individuals what they 

have learnt at the individual level, it becomes group level learning. Here, individual share 

their learning with other individual, interprets together, and obtains a group assumption. 

The essence here is on communication. Examining joint-replacement surgery in teaching 

hospitals. They concluded that "increased experience working together in a team 

promoted better coordination and teamwork. 

organizational level: When groups come together to share their knowledge they have 

acquired through the process of communication, these learning are now transformed into 

an acceptable instructions for all organizational members and will be made assessable to 

everyone who needs them . There are three main factors that trigger the study of 

organizational learning using the  as a unit of analysis. 
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First, is the organizational knowledge memory, which defines the major processes it uses 

to acquire knowledge. Secondly, in the aspect of technological development, emphasis 

should be placed on core competences of individuals and groups. Finally, there should be 

routines which operationalise the  memories and knowledge bases. 

Furthermore, a learning  does not just learn for immediate utilization, but it also 

encourages anticipatory learning. This is a situation where an individual acquires new 

knowledge and apply that new knowledge in the performance of his task. Indeed, in a 

learning , mistakes are not viewed as failures, rather they are viewed as opportunities to 

learn and improve on organizational outcomes. 

“Learning  has a superior competitive advantage because they have brand equity which 

their competitors cannot match, and they attract and retain the best talent”. 

Some studies have emerged linking capabilities as a source of competitive advantage and 

also accounts for the sustenance of these advantages. It goes therefore to suggest that 

since capabilities can only be derived from learning; organizational learning has 

unquestionably become a source of competitive advantage. 

In a learning , the value of continuous learning is espoused, driven and modeled by the 

organizational heads, to the extent that every organizational member knows and is 

convinced that continuous learning is both a means to an end and an end itself. 

In a true learning , there is open and unrestricted communication and people at all levels 

are included in most communications and there is an assumption that every member of 

the  “needs to know” what is happening at every point in time. 

Further, there is a presumption that senior organizational leaders must show that they are 

continuously learning by communicating what they are learning as they learn. There is 

also reward for people that have shown they are indeed learning with both monetary and 

non-monetary reward like recognition, growth jobs, and promotions. 

To be a learning  provides a competitive advantage: learning organizations are superior 

competitors, they have brand equity their competitors cannot match, and they attract and 

retain the best talent. 
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Some Tools for Organizational Learning  

• Managers and leaders support E-Learning strategy. It motivates employees to utilize 

technology aided learning solutions for better learning experience. Mangersalso 

encourage their team members to adapt innovative learning solutions and acquire new 

skills and competencies 

• Performance based learning. For every learner, it is significant to transform knowledge 

into a successful learning experience. They conduct skill gap analysis and understand the 

diverse needs of learner’s performance aid organization understand the capability of 

employees. 

• Enhanced knowledge availability case studies, scenarios and other success stories are 

shared to enhance learner’s interest in continual learning strategy. 

• The organizationEncourages reflective culture, the main aim is to share information with 

learners, leaving no scope for them to respond over that information. 

• Organization maintains a stability of learning and enhancing their skills to adapt the work 

environment even when the company is earning huge profits. 

• Organization makes an effort to train its employees in order to adapt the changes required 

and   prepare for future challenges 

 

Conclusion 

 organizational learning is a process that leads to an ideal state of a learning . In fact, all learning 

organizations have organizational learning as part and parcel of their organizational culture. A 

learning  is one that helps to enhance organizational learning by creating structures, strategic 

fittings and strategic crafting. 

Organizations need to constantly learn so that they will be able to cope with the future challenges 

that are brought about by dynamic technological changes. At the same time, it must continuously 

unlearn certain old assumptions that are no longer valuable and in tune. Once a learning  is 

developed, management must ensure that the tempo of learning must not be allowed to stop. In 

fact, the tempo must be increased on a continuous basis. Most times, when organizations achieve 
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initial success, they tend to stop learning because they feel they have arrived, and that is the main 

reason why most companies fail after achieving initial success. 

When organizations are young, they tend to be fluid, flexible and be willing to learn, but as they 

achieve initial success and grow, flexibility gives way to rigidity and there is loss of vigor and 

willingness to learn. It is that initial success that brought failure to them because they feel they 

have arrived and therefore, they see nothing new to learn. The people in the  relax and enjoy their 

fortune. They have lost environmental sensibilities and this has made them to be blind to new 

opportunities in the business environment. Before they realize what is happening, their 

competitors have already overtaken them and that marks their downfall. 

Learning should be ingrained as part of their  philosophy and core organizational value and 

culture. It is only by so doing that  will be able to face tomorrow when it actually comes. 

Furthermore, for effective double loop learning to occur at the organizational level, there is a 

need for organizational leaders to appreciate the value of learning as a panacea for organizational 

sustainability. 

Finally, organizational leaders should make a gradual but holistic shift from their traditional role 

of figurehead, company spokesman, and resource allocator to a broader cross functional role of 

encouraging constructive dialogue, experimentation of ideas, which will create an environment 

capable of facilitating open communication. 

Managerial Implications: 

• Organizational Learning helps to build a shared vision and sense of collective 

commitment as to where the organization wants to go and how to achieve the goal. 

• Developing the ability to see the ‘big picture’ and understanding how changes in one area 

of the organization affect the system as a whole – it is the overall recognition of the 

interdependence of, and interrelationships between, the parts of the system and how to 

leverage and drive change throughout the system as a whole. 

• A true organizational learning culture enables employees to challenge the status quo, 

think critically, and ensures that the team doesn’t become stuck in “this is the way it has 

always been done here” thinking, and instead, creates the capacity and adaptability 

needed for change. 
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• Organizational learning is an ongoing, dynamic process, and should become part of the 

organization’s DNA. A learning culture supports a community of learners, as a total 

organization, where everyone teaches, everyone learns, everyone shares knowledge. 

Individual and collective learning is encouraged and rewarded. And those companies that 

embrace these values will be able to gain and sustain competitive advantage over 

competitors who do not. 

• A good culture is one in which the members of the organization are aware of their needs 

and requirements in the organization and will perform well in order to achieve the 

objectives of it. Such a culture lead an organization to make high performance in the 

areas like productivity, quality, levels of customer service, growth, profits and in the case 

of a profit making organization it will also increase the shareholder value. There should 

be a unique culture for every member in an organization which develops a good 

organizational culture. 
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Annexure 

 

Demographic Details 

Name 

Age: 20-25 years ,26-31 years, 32-35 years, 35-40 years, 41-50 years 

Designation 

 

Choose the most appropriate answer from the given options: 

 

• In my organization,  the superiors often organize internal training for the 

employees 

➢ Strongly agree 

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In my organization, employees work in more than one team or project groups 

together with employees from different departments. 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• The organization has formal mechanisms and systems that ensure transfer of 

best practices among various areas of work (e.g. reward systems based on 

group performance). 

➢ Strongly agree   

➢ Agree 
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➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• The higher authorities frequently hold meetings with the purpose to inform 

employees 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In my organization, employees attend various seminars, workshops, 

conferences with intention to acquire information. 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In my organization, the employees have high adaptability to environment 

pressures. 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In my organization, employees understand company’s strategic orientation. 

➢ Strongly agree   

➢ Agree 

➢ Neutral 
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➢ Disagree 

➢ Strongly disagree 

• There is a high degree of  delegation between top managers and employees 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In my organization, the information systems are a “leading edge”. 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• Management understand the challenges that the employees are facing  in this 

organization 

➢ Strongly agree   

➢ Agree 

➢ Neutral 

➢ Disagree 

➢ Strongly disagree 

• In your opinion, what steps should be taken further to retain and transfer 

knowledge within an .  

…………………………………………………………………………………

………………………………………………………………………………… 

 

    


