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IMPORTANTA, ACTUALITATEA SI NOUTATEA TEMEI

Desi in literatura de specialitate consacratd domeniului, existd o preocupare constanta
in ceea ce priveste procesul cunoasterii si ideile care 1 se asociazd, conceptul este prea
problematic pentru a crea o teorie bazata pe dinamica cunostintelor dintr-o organizatie.

Cunoasterea este deseori vazuta ca un stoc - continutul si volumul intelegerii care exista
la un anumit timp. Totusi, existd o dezbatere cu privire la caracterul cunoasterii, astfel,
cunoagterea este per se sau se bazeaza pe managementul cunoasterii, care se afla la baza
avantajului competitiv dintr-o organizatie. Prin managementul cunoasterii, ne referim la
acumularea, protectia si valorificarea elementelor cognitive. Valoarea celor trei procese cognitive
de management nu este bine inteleasd atunci cand este vorba de avantajul strategic dintr-0
organizatie.

Chiar si cercetarile cu privire la invatare, cercetari care sunt considerate ca facand parte
dintre cele trei procese manageriale cognitive — de exemplu cele referitoare la acumularea de
cunostinfe — nu au reusit sa creeze o imagine de ansamblu asupra problemei.

Pe de alta parte, nu existda un consens al expertilor in domeniul invatarii
organizationale cu privire la conceptual in sine desi se acceptd ca invatarea organizationalad
imbundtdteste capacitatea unei organizatii de a dobandi, difuza si utiliza cunostintele pentru a se
adapta la un mediu extern si intern in schimbare.

Lipsa acordului unanim acceptat al specialistilor ceea ce priveste conceptul de invatare
organizationald are la baza caracterul larg si multidisciplinar al domeniului. De exemplu, in
timp ce unii teoreticieni s-au concentrat in mod specific asupra relatiilor de putere asociate cu
procesele de invdtare organizationala, altii au ales sd se concentreze mai mult pe aspectele
gandirii sistemice, ale culturii sau strategiei organizationale.

Literatura de specialitate este axatd pe trei teme majore care privesc invatarea
organizationald, si anume:

e modul in care rutinele defensive impiedica invatarea;

e modul in care schimbdrile In rutind unei organizatii afecteazd comportamentul

viitor ;



e modul in care caracteristicile de performantd s-au schimbat in functie de

experienta.

Din cele trei teme principale ale invatarii organizationale, emerg sase perspective
academice, care au adus contributii semnificative la intelegerea procesului de invatare
organizationald: psihologia, stiinta managementului, managementul strategic, managementul
productiei, sociologia si antropologia culturala, fiecare perspectivd incearcand sd explice

fenomenele considerate a fi nucleul paradigmatic al invatarii organizationale.

In acest context conceptual extrem de vast si uneori contradictoriu, specialistii par a fi

de acord in ceea ce priveste lipsa a doua valente pragmatice:
e un deficit de cercetare empirica privind Invatarea organizationald, care sa
exploreze simultan relatia dintre 1invatare organizationald, leadership,

imputernicire, cultura organizationald si performanta organizationala;

e lipsa instrumentelor de cercetare care si permitd masurarea proceselor de

invatare organizationala.

Pornind de la aceste considerente, ne-am pozitionat demersul nostru stiintific, intr-0
prima etapd, asupra ariei conceptuale a Invatarii organizationale, Incercand sd aducem anumite
clarificari precum si asupra relatiei cauzale dintre invitarea organizationala si performanta. In a
doua etapa, ne-am concentrat asupra laturii pragmatice a relatiei dintre cele doua concepte, intr-
un sector cu o dinamicad extrem de acentuata in ultimul deceniu si a carui emergenta se datoreaza
cu precadere credrii unui mediu intern propice invatarii organizationale : sectorul IT.

Obiectivul fundamental al tezei de doctorat este investigarea relatiei de cauzalitate

dintre invatarea organizationald si performanta firmei.



STRUCTURA TEZEI DE DOCTORAT

Teza de doctorat este structurata in 4 capitole, la care se adauga introducerea, concluziile
finale, contributiile personale, limitele cercetarii si directiile viitoare de dezvoltare.

Capitolul 1. invitarea organizationald — abordiri conceptuale debuteazi cu analiza
principalelor curente de gandire privind invatarea organizationald, din perspectiva rolului
cunoasterii, in general, in cercetarea multiparadigmatica. Dualitatea conceptului de invatare
organizationala este explorata pornind de la cele doud abordari acceptate de teoreticienii invatarii
organizationale: abordarea comportamentald si abordarea cognitivd. Capitolul se Incheie cu
investigarea etapelor invatarii organizationale.

Capitolul 2. Rolul cunoasterii si invatarii organizationale in cresterea performantei
abordeaza din perspectiva exigentelor definirii cunoasterii - ca ratiune de a fi a invatarii
organizationale - Intr-o viziune integratoare, controversele teoretice in ceea ce priveste continutul
si raporturile dintre cunoasterea tacita si cunoasterea explicitd, concentrandu-se, cu precadere,
asupra contributiilor a trei teoreticieni de frunte ai domeniului, Polanyi, Nonaka si Takeuchi.
Demersul nostru teoretic continud cu explorarea interconditionarilor dintre invatarea
organizationald si managementul cunoasterii. In finalul capitolului au fost reunite cele doua
concepte-cheie ale tezei de doctorat, nvatarea organizationala si performanta firmei.

Capitolul 3. Cercetare privind impactul finvatarii organizationale asupra
performantei firmelor din industria de IT prezintd, in prima parte, o radiografie a pietei IT din
Romania: competitori, performante, invdtare organizationald. Metodologia si epistemologia
cercetarii fac obiectul celei de a doua parti a capitolului iar in ultima parte sunt analizate si
interpretate rezultatelor cercetarii, pe palierele corespunzatoare obiectivelor derivate si sunt
verificate ipotezelor formulate. Pentru atingerea obiectivelor cercetdrii de tip pilot, s-a utilizat
metoda anchetei pe baza de chestionar. Chestionarul a fost aplicat pe un esantion de 104 de
manageri (top manageri si manageri de mijloc) ai unor organizatii din industria de IT din
municipiul Bucuresti. Elaborarea chestionarului s-a facut pornind de la necesitatea asigurarii unei
concordante semnificative Intre obiectivele si ipotezele cercetarii iar itemii chestionarului au fost
formulati astfel incit sd permitd prelucrarea informatiilor cu ajutorul sistemului SSPS

(Statistical Package for Social Sciences).



Capitolul 4. Schita — cadru privind stimularea invatirii organizationale, ca
fundament al cresterii performantei firmei concentreaza contributia stiingifica a tezei de
doctorat si a fost ganditd pe cinci axe a caror operationalizare sunt de naturd a contribui la
stimularea procesului de invatare organizationala. Elementele - cheie ale organizatiei care Invata
pot astfel conduce la transformarea organizatiei intr-un ecosistem performant, prin implicarea
angajatilor in procesul de invatare, prin emergenta managerilor comportamentali §i prin crearea

de comunitati de practica reale si virtuale.



REPERE METODOLOGICE SI EPISTEMOLOGICE

Paradigma pozitivista in stiintele sociale se bazeaza pe abordarea utilizata in stiintele
naturale (Hussey si Hussey, 1997, pp.24-28). Pozitivistii privesc lumea printr-o oglinda, intr-un
singur sens (Guba si Lincoln, 1994, pp.34-38), ceea ce 1i detaseaza de contextul in care apare
fenomenul. Pe de altd parte, paradigma fenomenologica este stiinta fenomenelor, fiind este
preocupatd de Intelegerea comportamentului uman din perspectiva cadrului de referintd propriu
participantului. Totodata, paradigma fenomenologica ofera o perceptie multipla asupra realitatii,
ceea ce Ingreuneaza activitatea cercetatorului.

Abilitatea de a identifica relatia dintre fundatia epistemologica a unei cercetari si
metodologia utilizata este de o importanta covarsitoare, deoarece sistemul filozofic ramane, de
obicei, ascuns sau presupus (Darlaston-Jones, 2007) Acest fenomen rezida in prevalenta
pozitivismului in randul cercetatorilor, acestia considerand ca nu mai este nevoie de o
mentiune explicitd Tn acest sens.

Practic, orice discutie privind obiectivitatea sau validitatea unui demers stiintific, se
incadreaza, in mod automat, intr-un anumit cadru epistemologic, care conditioneaza nivelul
calitativ al cercetarii.

In ceea ce priveste cercetarea de fatd, invitarea organizationald este investigati din
perspectiva interactiunii membrilor organizatiei in cadrul unei entitati sociale (Argote, 2011).
Deoarece campul de cercetare se referd la interactiunile interumane, am ales paradigma cercetarii
din pachetul de patru paradigme consacrate: pozitivismul, constructivismul, teoria critica si
realismul (Sobh si Perry 2006). Am optat pentru paradigma pozitivista deoarece, in primul
rand, este cel mai des utilizatid in contextul studiului organizatiilor (Anderson 2004; Aguinis,
Pierce et al. 2009) si in al doilea rand, corespunde abordarii teoretice de tip cauza-efect, pe
care am aplicat-o in cadrul demersului stiintific. Corectitudinea alegerii noastre a fost
confirmata si de concluzia lui Aguinis, Pierce, Bosco si Muslin (2009, pp. 69-112), care, in
cadrul unui review al metodelor de cercetare organizationald, au apreciat ca paradigma
pozitivista este utilizata in majoritatea cercetarilor organizationale empirice.

Principala metoda de cercetare pozitivistd folositd Intr-un context organizational este

chestionarul (Aguinis, H., Pierce, C. A., Bosco, F. A., & Muslin, 1. S. 2009, pp.69-112).
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Abordarea pe baza de chestionar se refera la un grup de metode care sa permita utilizarea
analizei cantitative, in cazul in care datele pentru un numar mare de organizatii sunt colectate
prin metode online, interviuri telefonice, sau fata in fata, iar aceste date sunt analizate folosind
tehnici statistice (Zikmund, Babin si colab 2010;. Babbie 2011).

Pentru atingerea obiectivului cercetarii, metoda folosita pentru obtinerea informatiilor a
fost ancheta-pilot pe bazia de chestionar. Instrumentul de cercetare utilizat este deci,
chestionarul.

Aceasta sectiune cuprinde prelucrarea informatiilor culese in cadrul anchetei pe baza de
chestionar, cu ajutorul programului SPSS precum si interpretarea acestora. Histogramele

generate sunt prezentate in teza de doctorat iar tabelele de frecvente aferente, in anexa 2 a tezei.
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CONCLUZII GENERALE

Teoreticienii invatarii, cum ar fi Huber (1991, pp.88-1151), Levitt si March (1998,
pp.319-340) inteleg prin cunoastere un set colectiv de ipoteze despre actiunile organizationale
si consecintele acestora (Schulz, 2001, pp. 661-681) si prin invitare un proces care permite
organizatiilor sa produci cunostinte bazate pe experienta lor (Huber, 1991, pp.88-115).

Pe de alta parte, trebuie avuta in vedere legatura intrinseca dintre invatare organizational
si cunoastere. Conceptul de cunoastere organizationald s-a dovedit a fi un instrument puternic
in explicarea naturii si comportamentului organizatiilor (de exemplu, Kogut si Zander,1996,
pp.502-518; Miles s.a., 1998, pp.281-288; Nahapiet si Ghoshal, 1998, pp.242-266).

Organizatiile pot fi descrise ca "depozite de cunostinte" (Conner, 1991, pp.121-154;
Conner si Prahalad, 1996, pp.477-501), care au, iIn compozitie bunuri, norme (Levitt si March,
1988, pp.319-340), rutine (Nelson si Winter, 1982), proceduri standard de operare (Cyert si
March, 1963) si un sistem de logica dominanta (Bettis si Prahalad, 1995, pp.5-14; Prahalad si
Bettis, 1986, pp. 485-502).

Mai mult, cercetdtorii au afirmat cd existenta cunostintelor organizationale si
capacitatea de a produce unele noi, sunt fundamentale pentru un avantaj competitiv
sustinut (Kogut si Zander, 1992, pp.383-397; Prahalad si Hamel, 1990, pp.79-92; Rumelt s.a.,
1994; Teece s.a., 1997, pp.509-533). Asa cum afirma Grant, "rolul principal al firmei si esenta
Capacitatii organizationale constau in integrarea cunoasterii in organizatie" (Grant, 1996,
pp.109-22; Spender si Grant, 1996, pp. 5-9).

Organizatiile existd deoarece pot integra si coordona cunostinte specializate detinute
de persoane intr-un mod mai eficient decat o fac pietele si pot transforma cunostintele
individuale in cunostinte colective, organizationale ( Miles s.a., 1998, pp.281-288).

La randul sau, cunoasterea duce la avantaj, deoarece este dificil de copiat, cauzal
ambigua si de obicei dincolo de intelegerea concurentilor. Atunci cand aceastd cunoastere este
valoroasa si este folosita in mod corespunzator, organizatiile se bucurd de un avantaj competitiv
sustinut. Astfel, a poseda cunostinte si a fi capabil de a crea cunostinte noi, sunt cheile

pentru competitivitatea organizationala.
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Prin urmare, se poate afirma ca la un nivel organizational larg, invatarea implica
dezvoltarea si testarea cunostintelor, insight-urilor si asociatiilor in ceea ce priveste relatiile
de cauzalitate si in cele din urma selectia mijloacelor de actiune care satisfac obiectivele
organizationale. Astfel, invatarea, poate fi ganditd ca dezvoltarea de asociatii dintre actiuni si
consecintele lor (Fiol si Lyles, 1985, pp.803-813; Lyles, 1988).

Mai degraba decat a apartine membrilor individuali, cunoasterea organizationala este
un atribut distinct al organizatiei ca actor social, distinct - si substantial diferit - de
cunoasterea pe care o detin indivizii (Ghoshal si Moran, 1996, pp.13-47; Nahapiet si Ghoshal,
1998, pp.242-266; Nelson si Winter, 1982 ; Selznick, 1957).

Levitt si March (1988, pp.319-340), de exemplu, sustin cd Invatarea organizationala
codifica experientele in reguli ce ghideaza comportamentul; aceste reguli si rutina pe care o
creeaza sunt “cristalizarea cunostintelor (organizationale)" (Nelson si Winter, 1982). Desi este
clar ca nu toate normele si rutina emerg din procesul de invétare si nici Intregul complex al
invatarii nu se transforma automat in norme noi (Schulz, 1998, pp.845-876) si/sau rutina, in mod
clar invatarea si stocarea sunt intrinsec legate, iar sistemele de depozitare sunt esentiale
pentru indeplinirea cu succes a proceselor de invatare (Haunschild, Sullivan, 2002).

Astazi, se vorbeste tot mai des despre o ecologie a invatarii. Adultii invatd pretutindent,
la locul de munca, in cafenea, pe plaja si chiar pe stadion. Cu cat acestia beneficiaza de
circumstante favorabile si locuri deschise cétre toate formele de invatare, cu atat cresc sansele ca
acestia sa devind competenti.

Organizatia bazatd pe invatare, cu sigurantd un model complex, este adesea considerata
un construct intelectual dificil de realizat. Stabilirea unei politici actuale de invatare, chiar
daca are nevoie de timp, ca orice schimbare de paradigma, va duce la dezvoltarea unor abilitati
transversale, esentiale pentru insertia profesionala, obiectiv in conformitate cu paradigma
privind formarea pe tot parcursul vietii.

Daniel Belet (2002) considerd ci "Intr-o organizatie, formarea si dezvoltarea
competentelor de invatare a indivizilor si echipelor nu mai sunt activitati specifice si punctuale,
detasate de timpul liber si de munca. Mai degraba, ele fac parte din organizatie si din sarcinile
de zi cu zi."

Cu toate acestea, Belet considera ca, a deveni o organizatie adevarata care invatd este un

proces lung de transformare care iese din tiparul de formare pe sarcina de la locul de
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muncd, din moment ce totul este reproiectat: organizatia, managementul, invatarea, relatiile
interpersonale. Ne aflam, in acest caz intr-un registru pedagogic eficient, in care invatarea este
optimizatd cu investitii putine. Mai ales ca nimic nu costd mai mult decat un angajat care nu
invata in decursul formarii.

C. Argyris si D. Schon (2011) au subliniat faptul cd organizatiile sunt adesea blocate in
procesul de inviitare prin rationamentele defensive ale membrilor lor. Intr-adevir, ei emit
judecati, aparandu-si punctul de vedere, fara a explica vreodata cu adevarat baza pentru alegerile
sau actiunile lor, de teama de a nu ofensa pe altii. Aceasta strategie nu face altceva decat sa
conduca spre dificultdti. Fiecare persoand recurge la auto-cenzurare, de aici apdrand
neintelegerile si chiar anumite greseli.

Cum poate o organizatie sa iasa din aceste "rutine defensive"? Aceiasi doi specialisti de
marca in domeniul invatarii organizationale, promotori ferventi ai cercetarii-actiune, considera ca
organizatia trebuie sa apeleze la cercetitori sau consultanti care sd intervina pentru a sparge
aceste cercuri vicioase ale rutinei si a permite organizatiei sa invete. Munca formatorilor consta
apoi in a dezvalui jucétorilor diferenta dintre "teoria verbalizatd" (ceea ce spun ei) si "folosirea
teoriei" (ceea ce fac ei) pentru a clarifica alegerile, a favoriza o confruntari , in scopul reducerii
erorilor, schimbadrii rutinelor, modificarii normelor si regulilor.

M. Pedler, J. Burgoyne si T. Boydell (1998) au definit organizatia care invatd in zece
puncte:

1. Definirea strategiei companiei se bazeaza pe experimentare, invatare si "dreptul de a
face greseli";

2. Decizia se bazeaza pe o abordare participativa ("toatd lumea detine un set de cunostinte
in organizatie");

3. Sistemul de informare promoveaza intelegerea situatiei, responsabilitate si initiativa;

4. Procedurile de audit si contabilitate furnizeaza informatii cu privire la performanta si
ajutd la intelegerea mecanismelor economice si financiare;

5. Schimburile interne intre unitati sunt favorizate;

6. Remunerarea este flexibild si recompenseaza performanta in conformitate cu valorile si
obiectivele definite;

7. Informatiile de piata si din mediul intern sunt colectate de cétre angajatii "din fatd" si

comunicate in cadrul organizatiei,;
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10.

invétarea se face, de asemenea, prin schimburi Intre organizatii;
Organizatia cultiva un mediu de invatare si experimentare;
Toti angajatii au oportunitati de dezvoltare, care nu se rezuma la cursuri de formare.

O ultima concluzie a demersului nostru stiingific se referd la rezistenta la
schimbare in general, si la invitarea organizationala, in special. Invitarea
organizationala este un proces de schimbare continud si profunda, la toate nivelurile
organizatiei, dificil de realizat deoarece necesit, In primul rdnd, a o schimbare a
mentalitatilor angajatilor.

Notiunea de schimbare continuai, ca ideal organizational, este relativ recenta
iar efectele de lunga durata asupra indivizilor nu sunt indeajuns de cunoscute. Cu
toate acestea, experienta ampla in imbunatatirea continua a proceselor, in special in Asia
si mai putin in Europa si Statele Unite, indica faptul ca oamenii se pot descurca in astfel
de situatii. In Japonia, imbunatitirile/schimbarile continue sunt privite, in mod paradoxal,
ca un factor de rutina.

Oamenii ar trebui sa se poatd adapta si sa faca fatd schimbarii periodice atata timp
cat aceasta este: explicatd corect; anticipatd; defalcata in etape la care oamenii se pot
adapta usor; participativad, mai degraba decat impusa; transformata in rutina.

Mai mult, o astfel de modificare are mai multe sanse de reusita si este propice
mediului organizational, in detrimentul initiativelor de schimbare fortata la care unele
organizatii apeleaza atunci cand se confruntd cu situatii dificile. De fapt, schimbarea
continud poate salva organizatiile de necesitatea adoptarii unor initiative de schimbare
radicald. Schimbarea continua poate da nastere unui mediu In care atdt managerii cat si
angajatii invatd din experiente repetate cum sd implementeze schimbarea, oferind
organizatiei un grad mai mare de flexibilitate.

intrebarea critici este daci managerii pot gestiona schimbarea si daci
angajatii isi pot desfisura activititile in situatii de continud schimbare. Stim ca
schimbarea, daca apare prea frecvent, poate sd dea nastere unor disfunctionalitati
mentale si fizice. Oamenii au nevoie de ancore si un anumit nivel de predictibilitate in
viata lor. Pe de altd parte, putini oameni sunt strdini de schimbarile din mediul lor de
lucru, de la introducerea noilor tehnologii si pand la schimbarea managementului.

Capacitatea de schimbare rapida si frecventa pare a fi un mecanism critic de
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supravietuire, majoritatea actorilor fiind capabili sa tind sub control acest fenomen, in
special atunci cand aspectele personale din viata sunt stabile.

Prima mare de schimbare cu care acestia se vor confrunta, i va zgudui si va duce
expunerea repetata i va face mai adaptati la schimbare si mai rezistenti din punct de
vedere psihologic. Alfi specialisti afirma ca poate sa apara situatia inversa si anume,
oamenii expusi la schimbari repetate pot deveni mai fragili la schimbare si mai putin abili
sa se descurce cu succes.

O schimbare de succes nu vine dintr-o problema functionala pe care un grup de
experti va reusi sa o rezolve, bazandu-se exclusiv pe rationalizari de ordin tehnic,
financiar, economic si chiar politic ci 0 schimbare este in primul rand o transformare
a actorilor insisi. Este posibila numai prin indeplinirea a patru conditii.

Jucatorii vor trebui mai intai sa-si schimbe punctul lor de vedere asupra realitatii
si sd depuna un efort cognitiv, incluzand o Intelegere a necesitatii de schimbare.

In al doilea rand, schimbarea devine posibila prin negocieri, actorii trebuie sa-si
imagineze ca traiesc respectiva situaie pentru a realiza daca se identifici cu
schimbarea, dacad vor sa participe la implementarea ei, cu alte cuvinte daca vor sa-si
confrunte propriile idei cu cele ale celorlalti actori.

in al treilea rand ei sunt sfatuiti si analizeze si si propuni sugestii in ceea ce
priveste punerea 1n practica a respectivei schimbari. 1, in sfarsit, ei trebuie sa se angajeze
in procesul de schimbare, pentru a-si aduce o contributie suficientd la succesul initiativei
respective.

Astfel, schimbarea devine controlati de insasi actorii ei. Animarea unei astfel
de schimbari este, desigur, mult mai complexa decat impunerea ei printr-un plan si un
program de actiune, chiar i cu toate masurile de precautie luate in prealabil . De aceea,
schimbarea are in vedere un proces continuu de invitare impreund, pentru a mobiliza
sau de a crea tehnici individuale si creative si de a gestiona tensiunile, pe masura ce
acestea apar.

Mai mult, in contextul multiculturalititii, gradul de implicare a angajatului este
esential pentru o schimbare de succes, mai ales in situatiile in care se face simtitd

necesitatea schimbarii atitudinale si culturale. Ori procesul de invatare organizationala
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presupune schimbarea culturala si de comportament, care necesita niveluri mai ridicate
de implicare a salariatilor, decat cele care se axeaza pe sarcini de restructurare. Structura
unei organizatii poate fi schimbatd relativ repede printr-o schimbare "tdioasd", dar
schimbarile culturale pot fi atinse numai printr-0 schimbare "mai putin agresiva"

necesitand o participare larga a actorilor implicati, pe o perioada relativ lunga de timp.
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CONTRIBUTII PERSONALE

Elaboratul final al parcursului nostru doctoral este, cu siguranta, susceptibil de Tmbunatatiri.

Raportandu-ne insa la obiectivele propuse, consideram ca acesta aduce cateva contributii in sfera

teoretica si respectiv pragmatica.

&

. Contributii cu caracter de sinteza:

Analiza critica a principalelor curente de gandire privind invatarea organizationala;
Sinteza abordarilor conceptului de invatare organizationald;

Delimitarea conceptuald a cunoasterii organizationale;

Sinteza principalelor controverse teoretice ale binomului cunoastere tacitd — cunoastere

explicita.

Contributii cu caracter teoretic si experimental:

Cercetare empirica 1n cadrul sectorului IT ;

Analiza pietei de IT din Romania, din perspectiva competitorilor, performantei si
invatarii organizationale;

Operationalizarea constructelor ipotetice ;

Evaluarea impactului elementelor de invatare organizationala asupra performantei

financiare si non-financiare a companiilor de IT;

Contributii cu caracter stiintific si curricular:
Elaborarea celor trei rapoarte de progres al cercetarii stiintifice;

Finalizarea tezei de doctorat.

Noutatea tezei de doctorat:

Obiectivul tezei de doctorat, din perspectiva cercetarii teoretice si pragmatice.

Formularea de recomandari privind stimularea invatarii organizationale;

Identificarea conditiilor de reusita si a posibilelor obstacole in procesul de invatare

organizational;
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¢ Identificarea elementelor de crestere a implicarii angajatilor si managerilor in procesul de

invatare organizational.

e. Utilitatea rezultatelor cercetarii:

Din perspectiva stiintifica, principalul aport in domeniul cunoasterii consta in
investigarea invatarii organizationale si a rolului acesteia in cresterea performantei.

Din perspectiva didactica, cercetarea efectuata si concluziile rezultate din aceasta pot
servi drept bazd a elaborarii unor studii cu privire la stimularea procesului de invatare
organizationala.

Din perspectiva aplicativa, demersul teoretico-pragmatic 1intreprins oferd atat
posibilitatea de a fundamenta cunostintele acumulate din experientd cat si utilizarea

recomandarilor si a bunelor practici in scopul cresterii performantei.

f. Valorificarea si diseminarea rezultatelor stiintifice in mediul academic si stiintific
Pe parcursul studiilor doctorale, rezultatele stiintifice obtinute s-au concretizat astfel:

e Sustinerea de lucrari in cadrul unor conferinte nationale si internationale;

e Participarea la evenimente stiintifice nationale;

e Publicarea de articole (in calitate de coautor) in reviste indexate in baze de date

internationale BDI si volumele unor conferinte internationale indexate ISI.

DEZVOLTARI ULTERIOARE

e Dorim sd extindem cercetarea empiricd efectuatd asupra companiilor de IT din alte
judete, pentru a crea o imagine mai precisd a domeniului investigat.

e De asemenea, ne propunem o analiza comparativa intre companiile IT din Bucuresti si
cele din alte orase mari (Cluj Napoca, lasi, Timisoara etc).

e Vom avea in vedere si o eventuald integrare a concluziilor desprinse din teza noastra de
doctorat intr-o lucrare colectivd care sd vizeze imbunatatirea performantelor in sectorul

IT, prin stimularea invatarii organizationale.
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Although in the literature relevant to this domain there is a constant interest for the
process of knowing and the ideas attached to it, the concept is far too complicated to be able to
create a theory based on the dynamics of knowledge in an organization..

Knowledge is often seen as a good in stock — the contents and volumes of understanding
that exist at a certain point in time. However, there is an ongoing debate about the character of
knowledge, more specific is the knowledge per se or is it based on the process of knowledge
management, which lies at the heart of the competitive advantage of an organization. By
knowledge management we understand the accumulation, protection and capitalization of the
cognitive elements. The value of the three cognitive management processes is not very well
understood, from a strategic advantage point of view.

Even research pertaining to learning, research which is considered to be part of the three
cognitive management processes — for example the ones referring to accumulating knowledge —
have yet to succeed in creating a holistic view of the problem.

On the other hand, there is no general consensus, among the experts, on the general
concept of organizational learning, although it is generally accepted that this enhances the
ability of an organization to aquire, disseminate and utilized the knowledge in order to adapt to
the external and internal factors of change.

The lack of agreement between the experts serves as proof for the broad and
multidisciplinary character of the field. For example, while some theoreticians have focused on
the power relations associated with the organizational learning processes, others have chosen to
concentrate more on the aspects of systemic thinking, organizational culture and strategy.

The speciality literarure, concerning organizational learning, focuses on three major
themes:

e the way in which defensive routines hinder learning;

e the way in which the routine changes in an organization affect the future
behavior;

e the way in which the performance characteristics have changed depending on

experience
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Out of the three main themes of organization learning we see the emergence of six
academic perspectives, which have contributed significantly to the understanding of the
organizational learning process: psychology, management, strategic management, production
management, sociology and cultural anthropology, each perspective attempting to explain the

phenomens considered to be the paradigmatic core of organizational learning.

In this vast and often conflicting conceptual context, specialists seem to be in agreement

on the lack of two pragmatic connotations:
e a deficit of empirical research of organizational learning which would
simultaneously exploit the relationship between organizational learning,
leadership, empowerment, organizational culture and organizational

performance;

e lack of research instruments which would allow measuring the organizational

learning processes.

Starting from these considerations, we have positioned our academic work, in an intial
phase, on the conceptual area of organizational learning, attempting to bring some clarifications
as well as on furthering the analysis on the causal relationship between organizational learning
and organizational performance. In the second phase we have focused on a sector with a very
lively dynamic in the last decade and whose emergence mainly stems from the creation of an
internal environment favoring organizational learning: IT sector.

The main objective of the doctoral thesis is to investigate the causality between

organizational performance and organizational performance

STRUCTURE OF THE DOCTORAL THESIS

43



The doctoral thesis is organized in four chapters plus introduction, final conclusions,
personal contributions, limits of research and future research directions and development.

Chapter 1. Organizational learning — concepts begins with an analysis of the main
trends of thinking concering organizational learning, from the perspective of the role of
knowledge, in general, in multiparadigmatic research. The duality of the organizational learning
is explored starting from the the two approaches accepted by the theoreticians of organizational
learning: behavioral approach and cognitive approach. The chapter ends with an investigation of
the phases of organizational learning.

Chapter 2. Role of knowledge and organizational learning in the enhacement of the
performance of the enterprise is analysing, from the perspective of defining knowledge — as
the reason for existince of organizational learning — in an integrated vision, the theoretical
controversies concerning the contents and connections between tacit and explicit knowledge,
mainly focusing on the contributions of the three foremost theoreticians, Polanyi, Nonaka and
Takeuchi. The next step continues with exploring the interdependencies between organizational
learning and knowledge management. In the final part of the chapter the two key concepts of the
doctoral thesis are reunited, organizational learning and enterprise performance.

Chapter 3. Research into the impact of organizational learning on the performance
of the IT sector companies covers in the first part, an analysis of the IT sector in Romania:
main competitors, performance, organization learning. The methodology and epistemology of
the research are the main points of the second part of the chapter, while in the final part we
analyze and interpret the results of the research, on the appropiate levels of derived research and
validate the proposed hypotheses. The method chosen to perform this research was the
questionnaire polling. A sample of 104 managers (top and middle managers) from leading IT
organizations from Bucharest, responded to this questionnaire. The creation of the questionnaire
was based on the need to ensure a significant matching between the objectives and hypotheses of
the research, while the questions were formulated in such a way in which they will allow the
processing of the information with the help of the SSPS system (Statistical Package for Social
Sciences).

Chapter 4. Outline Framework on stimulating organizational learning as the

foundation of growth for the firm’s performance, concentrates the scientific contribution of
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the doctoral thesis and was designed on five axes, whose operalization would contribute to the
stimulation of the organizational learning process. The key elements of the learning organization
can lead to the transformation of the organization in a high performing ecosystem, by involving
the employees in the learning process, by the emergence of behavioral managers and by creating

virtual and real practice communities.

METHODOLOGY AND EPISTEMOLOGICAL REFERENCES
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The positivist paradigm in social sciences is based on the approach used in the natural
sciences (Hussey and Hussey, 1997, pp.24-28). The positivits look at the world through a one-
way mirror (Guba and Lincoln, 1994, pp.34-38), this being what detaches them from the context
in which the phenomenon is encountered. On the other hand, the phenomenological paradigm
represents the science of phenomenons, which is aiming to understand the human behavior, from
a participant’s point of reference. At the same time, the phenomenological paradigm offers
multiple perceptions of reality, making the researcher’s work even harder.

The ability to identify the relationship between the epistemological foundation of a
research and the used methodology has an overwhelming importance, due to the fact that
philosophical system usually remains hidden or is assumed (Darlaston-Jones, 2007). This
phenomenon resides in the the prevalence of pozitivism among the researchers, the majority
of them assuming there is no need for an explicit mention of this fact.

Practically, any discussion or debate concerning the objectivity or the validity of a
scientific endeavour automatically falls in a certain epistemological framework, which in turn
conditions the quality level of the research.

As the far as the present paper is concerned, organizational learning is investigated from
the perspective of the interactions between the members of the organization from within a social
entity (Argote, 2011). Because the research field refers to the human interactions, we have
chosen the paradigm of research from the group of the four established paradigms: pozitivism,
constructivism, critical theory and realism (Sobh and Perry, 2006). Firstly, we have opted for the
positivist paradigm because this is the most used paradigm in the context of organizational
studies (Anderson 2004; Aguinis, Pierce et al, 2009) and secondly, because this corresponds to
the cause-effect theoretical approach, which we applied in our scientific endeavour. The
validity of our choice was also confirmed by the conclusions of Aguinis, Pierce, Bosco and
Muslin (2009, pp. 69-112) which, in the context of a review of the methods of organizational
research, have stated that the pozitivist paradigm is used in the majority of the empirical
organizational research.

The main pozitivist research method, used in an organizational concept, is the
questionnaire (Aguinis, H., Pierce, C. A., Bosco, F. A., & Muslin, 1. S. 2009, pp.69-112). The

questionnaire based approach refers to a group of methods which would allow a quantitative
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analysis, in the case when the data for a large number of organizations is collected through
online methods, phone interviews or face to face, the data being analyzed using statistical
techniques (Zikmund, Babin and co, 2010, Babbie, 2011).

In order for us to reach the objectives of this research, the method we used for collecting
the information was the pilot investigation based on a questionnaire. In conclusion, the
research tool we used was the questionnaire.

This section contains the processing of the information collected during the questionnaire
based research, with the help of the SPSS system, as well as the interpreation of the results. The
generated histograms are presented in the doctoral thesis, while the relevant graphs have been

attached in annex 2 of the thesis.

GENERAL CONCLUSIONS
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Learning theoreticians, like Huber (1991, pp.88-1151), Levitt and March (1998, pp.319-
340) state the knowledge is a collective set of hyphoteses about organizational actions and
their consequences (Schulz, 2001, pp. 661-681) and by learning a process that allows
organizations to produce knowledge based on their experience (Huber, 1991, pp. 88-115).

On the other hadn, we must take into account the intrinsic link between organizational
learning and knowledge. The concept of organizational knowledge has proven to be a powerful
instrument in explaining the nature and behavior of organizations (e.g. Kogut and Zander,1996,
pp. 502-518; Miles s.a., 1998, pp. 281-288; Nahapiet and Ghoshal, 1998, pp. 242-266).

Organizations can be described as ,,knowledge repositories” (Conner, 1991, pp. 121-
154; Conner and Prahalad, 1996, pp. 477-501), which are comprised of assets, norms (Levitt and
March, 1988, pp. 319-340), routines (Nelson and Winter, 1982), standard operating procedures
(Cyert and March, 1963) and a system based on dominant logic (Bettis and Prahalad, 1995, pp.
5-14; Prahalad and Bettis, 1986, pp. 485-502).

Moreover, researched have stipulated that the existence of organizational knowledge
and the capacity to produce new knowledge are fundamental for a sustained competitive
advantage (Kogut and Zander, 1992, pp. 383-397; Prahalad and Hamel, 1990, pp. 79-92;
Rumelt s.a., 1994; Teece s.a., 1997, pp. 509-533). As Grant states ,,the main role of the
organization and the essence of an organization’s capabilities are found in the integration of
knowledge in the organizations” (Grant, 1996, pp. 109-22; Spender and Grant, 1996, pp. 5-9).

Organizations function because they can integrate and coordinate specialized
knowledge owned by individuals in a more efficient maner than the markets and can
transform individual knowledge in colective, organizational knowledge (Miles s.a., 1998, pp.
281-288).

In it’s own right, knowledge leads to an advantage as it is hard to replicate, casually
ambiguos and usually beyond the comprehension of the competitors. When this knowledge is
valuable and used in a proper way, organizations can benefit from a sustained competitive
advantage. In conclusion, having knowledge and being capable of creating new knowledge
are the keys to an organization’s competitivity in the marketplace.

Therefore, we can say that on a broader organizational level, learning involves
developing and testing knowledge, insights and associations regarding the causal

relationships and ultimately selecting the means of action that meet organizational goals.
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Thus, learning can be thought of as the development of associations between actions and their
consequences (Fiol and Lyles, 1985, pp. 803-813; Lyles, 1988).

Rather than belonging to individual members, organizational knowledge is a distinct
attribute of the organization as a social actor, distinct - and substantially different - from
the knowledge they hold as individuals (Ghoshal and Moran, 1996, pp. 13-47; Nahapiet and
Ghoshal, 1998, pp. 242-266; Nelson and Winter, 1982; Selznick, 1957).

Levitt and March (1988, pp.319-340), for example, argue that organizational learning
encode experiences into rules that guide behavior; these rules and the routines they create are
reffered to as "crystallization knowledge (organizational)" (Nelson and Winter, 1982). Although
it is clear that not all rules and routines emerge from learning and that the entire complex of
learning is not automatically transformed into new rules (Schulz, 1998, pp. 845-876) and / or
routines, clearly learning and storage are intrinsically linked and storage systems are
essential for the successful learning processes (HAUNSCHILD, Sullivan, 2002).

Today, we hear more and more about the ecology of learning. Adults learn everywhere,
at work, in the cafe on the beach and even at the stadium. The more they benefit of these
favorable circumstances and places open to all forms of learning, the more likely it is they will
become proficient.

The learning organization, certainly a complex model, is often considered an difficult
intellectual construct. Establishing an up-to-date learning policy, even if it takes time, like any
paradigm shift, will lead to the development of transversal skills essential to employability,
objective which is in accordance with the paradigm of lifelong learning.

Daniel Belet (2002) believes that "In an organization, training and development of the
learning skills of individuals and teams are no longer specific activities and punctual, detached
from leisure and work. Rather, they belong to the organization and daily tasks."

However, Belet considers that becoming a true learning organization is a long
transforamtion process, which doesn’t fit in the learning on the job pattern, since
everything needs to be redesigned: the organizations, management, learning, interpersonal
relationships. We are, in this case, in very good pedagogical framework, in which learning is
optimised with little investements. Especially since nothing costs more than an employee that

doesn’t learn in the process of formation.
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C. Argyris si D. Schon (2011) have underlined that organizations are often stuck in the
learning process, due to the defensive behavior and mentality of their members. Indeed,
they issue judgements, defending their point of view, without properly explaining the basis for
their choices or actions, out of fear of offending other parties. This strategy only leads to more
difficulties. Each person resorts to self censorship, as a consequence resulting in
misunderstandings and errors.

How can an organization escape from these ,,defensive routines”? The same two
specialists of organizational learning, fervent promoters of action-research, state that the
organizations must enlist the help of researchers and consultants which can step in to
disrupt the vicious circle of routines and help the company learn. The job of trainers is then to
reveal to that stakeholders the difference between ,,the verbalised theory” (what they say) and
,»the usage theory” (ceea ce fac ei) in order to clarify choices, facilitate confrontations, with the
aim of reducing errors, chaning routines, modifying norms and rules.

M. Pedler, J. Burgoyne and T. Boydell (1998) have defined the learning organization by
using ten attributes:

11. Defining the company strategy is based on experimenting, learning and ,,the right to
make mistakes”;

12. Decision is based on a participative approach (everybody in the organization has a set of
knowedge);

13. The informational system promotes an understanding of the situations, responsability
and initiative;

14. Audit and accounting procedures provide information pertaining to performance and
help understanding the financial and economical mechanisms;

15. Internal exchanges between units are facilitated;

16. Remmuneration is flexible and rewards performance, in accordance with the defined
values and objectives;

17. Market research and internal information are collected by the ,,front line” employees
and communicated inside the organization;

18. Learning is done through exchange between organizations;

19. The organizations supports and promotes a safe learning and experimenting

environment;
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20. All employees have development opportunities, which are not limited to training courses.

A final conclusion of our scientific endeavour points to the resistance to change,
in general, and specifically to organizational learning. Organizational learning is a
profound continual change process, at all levels of the organization, hard to achieve
because it requires, first and foremost, a change in the mindset of the employees.

The notion of perpetual change, as an organizational ideal, is a relatively new
concept and the long term effects on individuals are not sufficiently known.
Nevertheless, the substantial experience in continual process improvement, especially in
Asia, and less predominant in Europe and the United States, point to the fact that people
can manage such situations. In Japan, continual improvements/change are regarded,
paradoxically, as routine.

People should be able to adapt and cope with periodic regular changes, as long as
the changes are: correctly explained, anticipated, broked down in phases for easy
adaptation, participative rather than imposed, transformed into a routine.

Such a change has a higher chance of success and is appropiate for the
organizational environment, to the detriment of the forced changes, which are used by
some organizations, when confronted with difficult situations. In fact, perpetual change
can save orgnizations which are confronted with tough situations. Perpetual change can
result in an environment in which both the managers and the employees learn, from
repeated experiences, implement changes, offering the organizations a higher degree of
flexibility.

The critical question is whether the managers can control change and if the
employees can perform their activities in an environment of constant changes. We
know that frequent change, can lead to physical and mental dysfunctions. People need
anchor points and a certain degree of stability and predictibility in their lives. At the
same time, few people are disconnected from the changes in their work environment,
from the introduction of new technologies and up to the changes in management. The
capacity to handle rapid and frequent changes seems to be a critical mechanism for
survival, most of the actors being able to keep this phenomenon under control, especially

when the personal aspects of life are under control.
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A successful change doesn’t stem from a functional problem that is being worked
upon by a group of experts, based solely on solutions coming from technical analysis,
financial measures or even political changes, a change is first of all a transformation of
the actors themselves. It is made possible only by meeting for conditions.

The players will need to change their point of view on reality and make a
conscious effort, including a realization of the need for change.

Secondly, change is made possible through negotiations, actors must imagine they
are living the respective situations in order to realize if they can identify with the
change, if they wish to participate in it\s implementation, in other words if they want to
confront their own ides with the ones of the other actors.

Thirdly, they are advised to analyze and propose suggestions concerning the
practical application of the respective change. And, finally, they must commit to the
change process, in order to bring their contribution to the success of the iniative.

As such, the change is controlled by it’s actors. Promoting such a change is of
course more complex than imposing it through an action plan, even if taking all
precautions ahead of the change. This is way change aims to generate continous
collaborative learning, in order to mobilize or create individual and creative techniques
to manage tensions, as they surface.

Moreover, in the context of multiculturalism, the degree of the employee’s
involvment is essential for a successful change, especially where the alteration requires a
change in the culture or attitude. The structure of an organization can be changed
,»swiftly”, but cultural alterations can only be achieved by ,,a less aggressive” approach,
due to the fact that it requires a substantial involvement of all the parties, over a long
period of time.

PERSONAL CONTRIBUTIONS
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The final format of the doctoral thesis is of course, not absolutely flawless and exhaustive.

However, taking into account the proposed objectives, we can conclude the our work brings

worthy contributions to both the theoretical and pragmatic spheres.

o))

. Synthesis contributions:

Critical analysis of the current trends of thought, pertaining to organizational learning;
Sinthesys of the organizational learning concept;;
Conceptual delimitation of organizational knowledge;

Synthesis of the main theoretical controversies of the tacit — explicit knowledge binomial,

Contributions with a theoretical and experimental character:

Empirical research on the IT sector;

Analysis of the romanian IT market, looking at competitors, performance and
organizational learning;

Operationalization of hypothetical constructs;

Assessment of impact for the elements of organizational learning on financial and non-

financial performance of IT companies;

Contributions with a scientific and curricular character:
Elaboration of the three scientific research reports;

Completion of the doctoral thesis;

The novelty of the doctoral thesis:

Obijective of the thesis, from the perspective of theoretical and pragmatic research.
Making recommendations on stimulating organizational learning;

Identifying the conditions of success and possible barriers to organizational learning;
Identifying the elements necessary for the increase of employee and manager

involvement in organizational learning;

Utility of research results:
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From a scientific perspective, the main contribution in the knowledge field resides in the
investigation of organizational learning and it’s role in enhancing the performance of the
organization.

From the perspective of teaching, the conducted research and the resulting conclusions
can serve as basis for further elaboration of studies on the stimulation of the organizational
learning process.

From an applied perspective, the theoretical-pragmatic endeavour offers the possibility
both to solidify the knowledge gathered through experience as well as using the

recommendations and best practices in the scope of enhancing performance.

k. Valorisation and dissemination of scientific results in the academic and scientific
mediums
On the duration of the doctoral studies, the scientific results have Pe parcursul studiilor
doctorale, rezultatele stiintifice obtinute s-au materialized as follows:

e Supporting papers in national and international conferences;

e Participation in national scientific events;

e Publication of articles (as coauthor) in journals indexed in BDI international databases

and proceedings of ISl international conferences.

FUTURE DEVELOPMENTS

e We wish to extend the empirical research to IT companies from other counties, in order
to create a more precise image of the studied domain;

e We also aim to perform a comparative analysis between the IT companies from
Bucharest and other large cities (Cluj Napoca, lasi, Timisoara);

e We will take into account an integration of the conclusions from our doctoral thesis, in a
collective paper which will aim to improve the performance of the IT sector, by

stimulating organizational learning.
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