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The main aim of the paper is to assess and desigmreovative model based on
systemic model of learning by sharing through aadyic diamond of four differentiations of
an organization (cooperation, competency, competitknowledge) in order to enhance a
collaborative knowledge sharing culture. Based werdture review it is developed a
theoretical framework for understanding the keyoamt related to learning and integration of
knowledge sharing, competence development and itgarprocess in such a way that
collaborative knowledge sharing becomes a parthef work culture and overcome the
barriers to knowledge sharing. The sustainabilityh® processes undertaken in the novel
conceptual framework of this research should ensheat organizational and individual
knowledge are the subject to continue innovatiop.irBegration of the four differentiations
of an organization, individuals can improve theiteiligence and competences by acquiring
useful knowledge and understanding, which is thernieg process. Altough knowlege
management and intellectual capital are a very wptead in present literature, the concept
of learning by sharing is less approched. This pa@ats to show how the diamond analysis
of learning by sharing is a new approach to coat&li'supply factors” and “demand factors”,
“codified knowledge” and “tacit knowledge” as weHds “cooperative actions” and
“competition actions” inside each firm in ordertie more efficient in the world knowledge

economy.
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1. INTRODUCTION

In the increasingly dynamic and complex environm#m competences become outdated
in a very short time, therefore learning and hiprovement are imperative for organizational
succes. Speed during this period is a reality gloakerns all areas of our lives; another one is
ever smaller budgets. Therefore, efficient usa@métand money in the process of knowledge
sharing is mandatory. This requires the relevanmgic$ chosen to fold exactly on
organizational or personal needs, but also on iyiglénowledge sharing techniques which
lead to the competences development.

Hence, learning is a continuous process and itoitapce to businesses today can not be
disputed. Moreover, the dynamics of economic preeggsequires adaptability which was
possible only through sustanaible learning. Howether real challenge is to bring as much of
the organizational learning curve of its own empkey learning. This can be done by creating
an organizational culture that allows employeesb® highly trained and which are
encouraged by management to develop continuously.

Thus, it is extremely important the context forroati atmosphere, situations best suited to
maximizing the effects of learning. Moreover, appdythe principles of accelerated learning
has positive effects decrease as the time spembrikt and the costs of any nature, increased
transfer of satisfaction, employee’s motivation ardjagement in work and applying new
knowledge.

Beyond the phenomenon of "natural”, characterizgdtbck , interaction, flow and change/
making the method used in creating such environwéith promote an learning and sharing
attitued is structured in a strategy called knogkedthanagement , which is developing in two
directions : resource creation data/information arghnizing knowledge flows .

Knowledge as intangible resources can be storethiabases, libraries, manuals or intranet
system, while facilitating their movement on di#at channels makes them so tangible and
productive. Theoretically, the transmission of kiedge is done in three main ways: dialogue
(face to face), text (on paper or Intranet) and ehdcexample of behavior as an element of
culture. Each organization builds its own modeldoa®n these elements. Therefore, to
enhance interactions and increase effectivenefgeqgiroduction of knowledge, organizations
can put in place structured activities, some sproifganizational development, in order to
exploit the potential of these communities: famgsoups, learning by sharing, behavioral
modeling, project teams, team coaching, developrmpeténtial, and training focused on the

roles of simulation and simulation activities.



Due b the newintroduced meiphors in the academc world and practice though the
concepts of learning organization, learning sciety, krowledge — hsed eonomy, krowledge
— asedorganizations, it bemmes neceasy for the organizations o redefne thér geneic
learning enwronments ér individuals in order b achieve krowledge shring. At the ame
time, organizations face numesus chillengesand thrats: the derand for further edustion,
the entryof a new genettion of enployees tlat differ from thar predecess's, the needof a
continuous eduation. Sucha devebping pergective assumes the dewgiment of a new

learning nodelsand infrastructures.

Many practitionersand academiciansin the feld admit that since krowledge tansfer
is crudal for achieving wmmon results, and therefore dmledge shring shuld be
considered as a task of the workstation. However, in practice, many organizations and
institutions alike have @ncluded tht not always krowledge shring occur; in ite of
relationship-based stategesare followed (Hansen etl., 1999).

The studyof a systenic model present interest in terms of undemsing the redtionshps
betweenits ammponentsor for the predction of the way the system wil work under new
conditions. A system’s mdel is requred b emble the desdption and represenition of
multiple aspects suchas input factors, processand output factors. Therebre, this article
includes the devepmentof a systenic model focusedon learning by shring, tking into
account the preliminary stages of building a system’s mdel, repectvely deining the
problemand bdulding the systetic model. Duiing the frst shge of elaboration of this model a
desciption has been rade of the rehtionshp betweerorganizational learning and krowledge
transfer, therefter, it continued wth the deiction of the needof sucha model and its

desciption.

2. THE LINK BETWEEN ORGANIZATIONAL LE ARNING AND KNOWLEDGE
SHARING

Since the busess enivonmentis exeriendng a great dynamic, and organizations
must beable o quickly acquire new skHls, to idenify and share bestpractices, b learn from
their mistakes, larningand krowledgeare in first foregioundin that facilitates theacquisition
of new belviors necessy to adapt to new clinges. Sirting with competencesabilities,and
finishing with intellectwl operations and krowledge, all are acquired though lerning

activities.



The mergng of organizational learning therry and krowledge managementin recent yers
has gven iise b important insghts regrding learning processand krowledge tansfer that
still requires much reflegdn in order b be integated into practice. The assembly of
traditional pergecive of each of the areas involved garked sphisticated dscussons about
the laarning analysis urity (Stacey, 2003; keld, 2004), the ature of knowledge (Bhckman
and Hendersn, 2005; $ender, 2006)as well as how the lerning process ontributes

organizational knowledge ($ender, 1996).

In recent yers there ws an increased interest in the restionshp between
organizational learning and krowledge shring thiough @mplexity theory (Firesbne and
McElroy, 2004). Mergng these encepts offers newpergpectve, rot only for its outcome, but
also for each mncept involved.

While mergng these encepts beame an area of interest &r resarchersand practitioners
alike, little enpirical reserch s been enducted & idenify ways fo clarify the learning
processandits interaction with knowledge tansferin the work context.

The study eplores the merger’'snherentopportunities of looking at organizational learning

and krowledge shring within theorganization througha single lens by usg the omplexity
theory as a tool for integation. Mergng the oncepts from literature provides spport for a
holistic view on learning and krowledge tansferin organizationsand denonstiates the wlue

of a adaptative cmmplex system. Morover, in order to present the limtween knowledge
sharing and organizational learning, beside of ¢beplexity theory, the community of
practice is presented being one of the pillars dvedge management wich have a great

significant on learning behavior.

2.1 The Gomplexity Theory

Devebpment of focus on organizational learning epistenvlogical foundations and
knowledge management theries and practices ewlves with the @mplexity theory and its
applications in organizational contexts. The emplexity theory focuseson the dymamics of
intemction, self — organization, cnnecion, holism and emergence. Me and nore,
organizational theory incorporates @mplexity in an attenmpt to represent the undetsiding of
organizational experiencein a holistic way.

Adaptation is inherentin complex systemsand every dscus$on about adaptive complex

systemsincludes the reference thange,in a context following a nonlinear interaction. The



complexity theory providesa new way of thinking about knowledgeand learning, and the
way they offer new @nsidentions about theproblems tht divided krmwledgeand learning

functionsin organizations.

In termsof complexity, theauthor Hawking predicts that we are in complexity century
(2000). As Newbnian sdence informed industial notions about organizations and
organizational management thsughout the past century, therists of the organization are
currently sarching for newintrospective séencesin organizations and processes. \Whin the
organizational learning and krowledge mnagement, omplexity providesa gateway for the
integmated investgation of learning that occursin organizations and theintemction between

organizational learning and krowledge sharing.

In recent iterature, authors in the feld of organizational learning and krowledge
management begn to devebp learning and krowledge — hsed stiteges. Theauthors Bierly
and Chakrabarti (1996) deine krowledge — hsed stategesas a strategc set tht forms the
organizational learning process and deternmes the organizational knowledge Msis. In
contrast to this defnition, Zack (1999) suggests dhknowledge — hsed stiteges include
explicitly the rotion of adaptation to theorganization’s busness sttegy. Thsauthor suggests
that knowledge — hsed stateges desdbe an approach of organization’s intenion to adapt
knowledge — hsed resurcesand apabilities b theintellectul needsof the busness stitegy.
There are also initial efforts of organizational learning and krowledge management of
undersinding the stiteges dmensons — lasedon learning and krowledge. As part of the
knowledge — hsed stategy tyology, authors Bierly and Chakrabarti (1996) desdbe four
tensons in the larning process: the tersn betweenintermal and exteral learning, radical
and incremendl learning, fast and sbw learning and rarrow and boad knowledge lse.
Basedon theseaspects, theauthor Zack (1999)adds that knowledge — hsed stitegyincludes
dedsionson creation, devebpment,and krowledge resurcesand apabilitiesadministration
of an organization. These ddsions are represented by the ofices betweerinterral and
exterral knowledge, and between exoration and eloitation. Furtherrore, the author
Argote (1999) lghlightsa list of learning processes temsns that define the kiowledge —
based stategy. These temsns rehte to group and organizational learning, hetesgenety and

standardization, learning thioughplanningand work.



2.2 Communitiesof practiceand learning

The processesncludedin commurnities of practice dewte a group that works under
the ame gudance, and therebre a group that has many aspectsin common duing the
undertken tsks, @mmon language included. In this sensepmmurnitiesof practice thery
derote a group that is lmsedon trustand attention on the tansferof ideas and bestpractices.
In this thevry, creation, learning and useof knowledge tkes place almost invisibly. The
author Etiene Wengera known leaderin the thery of commurntiesof practice suggests ih
the goup is important for both learning manner and learning ontent. @mmurities of
practice an facilitate both learning in sngle bop and duble — bop. Single bop learning
occurs whenproblemsare slved by clanging actions or strateges bt achieve the desed
results wthout changing the thery or the hyotheses underipg theseactions. The min
advantage of the thery of commurities of practice is the encuragementof exchange of
ideas, hypothesesind thevries thoughan open enwronment where membetise mmmitted b

new ways of solving problems.

Commurities of practice are ollaborative, intemctive netwrks @nssting of
individuals who share the sme interests,in termsof knowledge. @mmurnities of practice
emergeds a knowledge shring facilitator instrumentand an adequte learning enwronment
(Lave and Wenger, 1991). @nmunities of practice lave beome a feature of knowledge
management wheres ther application on busness hs recéved an increased attenton
(Lesser, bntaineand Slusher, 2000).

Commurities of practice an exst wherever therés a willingnessd share information and
experiences. dwever, participation in the netwrk is esseril. While personal intemactions
can hep boost rehtionshps and trust wthin the goup, commurnitiesof practice @n also take
place virtually, meaning that individuals can ollaborate evenif physically are rot in the ame
place. Moreover, members @'t have o be flom the ame organization, they an also come
from outsdeof it.

Starting from the dese and the needofr people to bebng o groups, @mmuritiesof practice
bring a new frm of learning and krowledge tansfer in organizations. Moreover,
commurnties @an make a significant contribution in termsof:

» Alignmentof successfupractices,proceduresind instruments useh the @mpany;

* Mapping of knowledgeand idenification of discrepancies/ thining needs;



* Resarch on areas of interestand shring the resultan the @mmunty and at the
company level,

» Sharing of information among cmmmurity members;

» Idenification of reusble mmponents;

* Spedalized techital support from the @mmurnity’s experts.

Commurities of practice are one of the main bulding pillars of knowledge management
framework. Communtiesof practice are netwrks of practitioners, fom one equal to another
within the organization, that help each other for a better performance by shring ther
knowledge. Tlis are made of people who engigein a collective learning processin a shared
domain of human endavor: a tribe laarning to sunive, a band of artists seeiag new brms of
expresson, a group of engneers wrking on samilar problems,a clique of pupils trying to
define ther idenity in schvol, a network of surgens wto wish b explore new techigues,a
first — ime githeling of managers hghing each other b cope. Many large organizations have
set i dozensof commuritiesof practice, ®meof which may beovera thousand members.
More generally, communities of practice, as seffamized entities, constitute instances of
complex social systems. A complex system might toadly defined as made up of a large
number of part that interact in a non-trivial wagirfon, 1962). Apart from their
selforganizing property, complex systems are chearaed by several distinctive traits,
among which: a large number of distinct parts, timnal interactions among the parts and the
emergence of hierarchical levels, non-linear ttajees among the components of the system

and symmetry breaking.

2.3Interdependenceof organizational learning and knowledge shring

Knowledge shring and learning are scial pheromers; the current study dws useful
conclusons in termsof social constructon of knowledgeand learning. Sucha pergectve
assumes tit organizationsare a group of individuals acting reguarly and who share a sense
of collective idenity.

In their paperpPasteur,Petit and Sclagan (2006)argues tht depite the #ct that knowledge
transfer and organizational learning have the ame objectives, the wys and metlds of
achieving them wries gratly both in theory and in practice. $meauthors, suchas Wiig etal.

(1997) beleve that organizational learning is part of the krowledge management stitegy,



while others assert tlat knowledge mnagementis a strategy of organizational learning
implementtion.

Collaboration is a process by with people that sees dferent aspects of a problem @an
constructvely exlore ther differencesin the serch for solutions that go beyond ther own
vision of what is posdble (Tiwana, 2000). Theonly way to erable the tansferof knowledge
is to put individuals together though ollaboration. Thereére, individual and goup skills

through the larning process my represent the keyteffecive krowledge shring.

3. NEED FOR A NEW INTEGRATED MODEL OF LEARNING AND KNOWLEDGE
SHARING

From a genesl pergpective krowledge mustifst be creted (learning organization) for
then v be shred (krowledge sharing). Thus, kwledge tansfer occursonce the lerning
takesplace. Normally, extraction and cretion of new krowledgeinvolves learning and on the
other hand krowledge tansferinvolves theacquisition and application of knowledge. Bking
this into account everyaspect of knowledge hs a correponding activity in the larning
process. As a final result, the iterature revaled that both knowledge shring and
organizational learning are key fctors of influence on organizational performance and
innovation. Sharing of knowledgeprovidesa basis for organizational learning, thereére, b
promote learning thereis a need ér a model lasedon the tansferof knowledge ment to be

intemctive and ollaborative.

Collaboration is a process thsugh whch individuals who see dferent aspectsof a

problem an oonstrucively exlore ther differencesand search for solutions that can go
beyond ther own limited \ision of what is possble (Tiwana, 2000). Theonly way to erable
the tansfer of knowledgeis b put individuals together though ollaboration. Therebre,
individual and goup skills through learning may be the key d an efficient tansfer of
knowledge.
Organizational learning and krowledge mnagement my seem & be @mplementry, on the
one hand krowledgeis crated though the mnagementof organizational learning processes,
on theother hand resultsare managed though krowledge managementprocesses (fender,
2008).



In craating and muintaining krowledge wthin the organization, krowledge mnagement
theory remgnizes theimportance of communties of practice thery (Brown and Dugud,
1991). @mmunities of practice thery is seenas an important tool in overcoming the
constrints of behavior and it manifests the devepment of a new organizational culture
highly involved in organizational learning and krowledge tansfer.

Convenional treatment or organizational learning tends d be orrelated with individual
learning. A good example is the nodel focusedon knowledge tansferand learning foundin
experiential learning thery (Kolb, 1984), wlich provides a model for descibing the
relationship between lerning, learning styles, skls and krowledge tansfer. Under tis
theory, the model of learning is descibed as a four-ste cycle: active exerimenttion,
concrete egerience, refledte obsenation, abstract conceptualization. These lgrning styles
idenify the preferencesdr different types of knowledgeand krowledge processes. Such
model providesa theoretical approach o undersinding how individuals descibe and slare
knowledge gined though lerning. Bulding on the nodel devebped by Kolb and
organizational model devebped by Olsen (1975), Km (2004) performed a new nodel
focudng on the chracterization of organizational learning devebped as a shared menil
model of the organization. In this ase, theaddressesn a manner that enphasizedindividual
learning t organizational learning surce. Wnsdeling the previous nodel focusedon
learning and krowledge tansfer, the currentotusis gered bwards individuals as the sle
holdersof knowledge.In this ontext, krowledge mnagement sbuld focuson organizational
learning and devebpmentand facilitate communities of practice. Theredre, organizational
learning is a key dmenson for knowledge mnagement tht involves a continuous
assessmendf organizational experiencesand ther converson into knowledge making them

accessble to the wivle organization.

3.1 The systerit model of learning by sharing

Given the omplexity and uncerinty of the exteral factors like nobility and
dymamism of the organization'sinterral factors, ths paper proposesa new larning nodel that
focuseson knowledge tansfer. The systeid model (as an be seerin Fgure 1)is desgned
basedon the thery of commurnities of practice (Dugud, 2005), wlch focusesonly on the
interral process vithin organizations (Dugud triangle: torizontal arrow linking krowledge
(knowing that) and skills (knowing how) and the lttom of the gaph (coperation), and the
theory devebped by Porter (1985, 1990), wh the bur forces involved in competitive



advantages, wlich focuseson both theinterral environment (theproduction of knowledgeand
skills within theorganization) and the extersl environmentof the organization (cooperative

mode b compete).

Competition
Differentiations
Co-opetition:

a dynamic mix of cooperation and
competition

Knowledge .
Differentiations Learning

Competency
Differentiations
"Knowing How"

Sharing Co-management:
effective knowledge management

"Knowing That” by
Co-innovation:
interactive generation of new
knowledge

Cooperation
Differentiations
Co-learning:

mutual validation of knowledge
acquired

Figure 3 — The systemic lrning by smring model
Source: Pohontu et al. (2012)

Essenilly, through ths nodel, @mpetitive advantage and learning by slring are
seenas two common processes thiugh its objectves (market needs enstnt adaptation to
remain efficient),and from thepoint of view of pergectve of time (bng-term). kbwever, the
biggest chllenge of this nodel is effecive nobilization of certin intemctions in
organizations bebre (or simultaneously) in order b compete with externl factors as well as
organizations needd transform knowledge (loth owned by thebrganization and its members)
in organizational skills usng @operative rehtions. Theproposed nodel is an open nodel,
bearing in mind that it accords attention also to the exteral factors (@mpetition, shtus and
trendsin the enwonment).

Therebre, unike other nodels bundin the Iterature, theproposed system nudel revels the
complexity achieved by thectivitiesof organizationsin the eonomy basedon knowledge.In
the eonomy lbased on knowledge, organizations must be 4sed on both competition and
cooperation. Therebre, b bewme nore adaptable and o be able o repond quickly to the
market changes, there must ke high interest &r fast learning and a rich accumuhtion of
knowledge. Such vessility is rot justabout learning and krowledge cretion, butalso about

10



the cration of new ®nnecions between theseomponents, kown by sdentists as a
knowledge eonomy oognitive dvision of labor (Mouhoub, 2003), siting that that
connectonsare important snce ech mmponent an create new kiowledge.

On theother hand, as menioned above, due & the @ntinuous flow of individuals within
organizations, lerrning and krowledge shring are two very dyramic processes. Thpurpose
of learning and krowledge tansfer leads b skills devebpment,and o be nore pedfic the
acquisition or maintaining wmpetitive advantage. Theproposed systenmachievesa synergy
between the tw processes: ning and krowledge tansfer. Fbwever, the mst important
feature of this nodel is that it promotes larning thiough krowledge tansfer tking into
acoount the bur differentiations of an organization: operation, krowledge, sKIs and
competition. Adding this dfferentiation was possble by @mbining the dur forcesof Porter
skills within theorganization.

Term “differentiations” is used bemse it is a concept in busness stitegy and an be
considereda way to estblisha long-term ompetitive advantage. Moreover, these dferences
involved in the systent model "learning by slring” aims o propel a long-term stategy by
focudng on theprocessesf learning thiough krowledge tansfer. Gmbined with the bur
forces of Porter, desdption and argumenation commurnities of practice arried out by
Dugud (2005), Kmwing That and Knowing How ontologies wereadded b this nodel. This
approach was made beause therare two kindsof knowledge;one that is reflected fom a
practical standpoint - Knowing How, theotheris reflected fsm a theoretical point of view -
Knowing That. Also, these tw kinds of knowledge reflect dferent undersindings of

learning.

The systerit model learning by shring as devebped in this chapter incorporates
intemction (cooperation) and llaboration between theolr differencesinvolved at a high
level of learning thiough krowledge tansfer.In the bllowing paragraphs the dur differences
involvedin theproposed noedel are presented.

On the fhrizontal part of the nodel are two distinctions that have a direct mnnecion with
individuals within organizations, ramely krowledgeand sklls by the mens of two kinds of
knowledge: Krowing that and Knowing How. Degite this, the tw aspects annot be
subsituted; Krowing How does ot lead to knowing that.

1. Knowledge-based differentiations are created, medated and ontested thsugh scial
intemctions that occur within theorganization. By defnition, the geneition of knowledgeis a

dynamic processof interaction between eqgpped partners.Organization could be regrdedas

11



a systemof knowledgein a strong senseprganizational knowledge annot therebre be seen
as a whole, theyare mot self-ontained. As menioned bebre, dfferentation based on
knowledgeincludes the theetical aspectof the act of knowing, theaspect of knowing that.
Thus, thsprocess an be seensa first stg in devebping sklls and @-innovation, beauseit
includes more and less eplicit knowledge, acit knowledge. Therefre, with great power on
knowledge shring, organizationsare lessikely to face one of the kiggest chllenges, amely
the ontinuous devadpmentof skills.

2. Competency-based differentiations refer v practical senseof the act of knowledge,i.e.
knowing how. In contrast o knowledge lased dfferentation, differentiation by skll is built
mostly of tacit knowledge. Beesuse kmowing low to implement the kowledge,
differentiation basedon skills can be seeras a seond stg in skills and, theredre, result
management. In this repect, ®-management en be onsdered as a partnershp of
knowledge, ke a problem slving process (sither than a static arrangement)and includes
both the genaition of knowledgeand shired learning. bint learning approach is cbser v the
concept of cooperative learning. Unlke individual learning, which an be ompetitive in
nature, membersnvolved in the emmon learning process egploit learning resurcesand
expertise between them (by regimg other's information, to ewluate an idea, work
monitoring, etc..).In order b achieve a co-managementis necessy to apply effective
knowledge management.

3. Cooperation-based differentiations, i.e. the wlidation processesand creting mutul
knowledge. Unike individual learning, individuals involved in co-learning levenge the
resurcesand sklls to each other. $edfically, co-learning is tasedon the fct that such
knowledge an be crated within the organization, where memberactively intemct by
sharing exeriencesand taking asymmetic roles.

4. Competition-based differentiations through @mpetition based on w-opetition, ie a
dynmamic mix of cooperation and wmpetition. From another pergectve, the egnomy based
on knowledge, stong ommpetition betweerorganizations must turrinto co-opetition links, as
presently kiewledge beame nore wllective than in thepast. Therebre, organizations need
to cooperate in order b meet the resech and are sill competing o explore reserch joint
results. Ths oncept descibes the dct that in the current busess enivonmentin order b be
competitive in the bng term,organizations needd coll aborate with otherorganizationsin the
same field. The ompetitors an join together & enpy a common edge thsugha tenporary or
long-termpartnershp on the tansferof knowledge.A famous exmple of the applicability of

the @ncept of co-opetiton can be bundin thelT industry, pedfically cooperation between

12



IBM and Apple PowerPC chip devebpment.IBM and Apple's drect @mpetitors in the ame
market have ollaborated b accelente devebpment, reduce asts and increase thér market
value. However, the drk side of this mncept is the needolr a greater focuson edfic issues,
suchas how, by whom, whenand under wht conditions krowledgeis transferred.

It is already mentoned that the main sourceof management hsedon knowledgeis the
processof knowledge shring, butin theproposed system undel, krowledge tansfer tkes
place by onsdeiing dfferentiation through @operation and dfferentiation on competition.
From a classcal point of view, krowledge tansferis primarily focusedon a process tht
resultsin theorganization. Therebre, insde of complex society, organizations must lern to
analyze loth knowledge tansfer and krowledge war that takes place between the tw
dimensons, ramely: the interral and exteral environment. These tw differencesare
important beause the genetion of knowledge hegbs buld mutuwl skills, intelligentaction
and, therebre, a higherpossbility of achieving or maintaininga competitive advantage.

In the current kewledge-tased eonomy, theability to think creatively, to solve problems
and make degsions like a team, the sks be@me primordial in achieving and maintaining

competitive advantage. Theradre, devebping and strengtheimg the skIs obtained bya

synergy between the dmiing and krowledge shring process an be one of the muin

objectivesof the organization.

The systent model of learning by shring bings a contribution to the thery of

organizational learning and krowledge shring. Krowledge cration and transferare already

seenas Spportersof competitive advantage. Fbwever,a small amount of theory or enpirical

resarch has focusedon analyzing the redtionshp between lerning and krowledge tansfer.
Most of the studes bund in the iterature focusesprimarily on eduation, in terms of

academic and lesspractical from the eonomic point of view. However, they en be usefuin

order b adapt according to the organizational context. Therefre, devebpment of students'
skills might be assciated with the develpment of employee sklls. From a practical

standpoint, systent model of learning thiough krowledge tansfer aims b enourage
managers b provide spport and enourage laarning thiough krowledge tansfer tking into

account the dur differentiation of the organization presented.

Moreover, devebping enployee sklls should be orrelated in accordance with busness
strategy for organizations b be@me nore adaptable in the bng termin order b cope with the
exterral environment clracterized by onstnt change. Wthin theorganization, focusng on

learning thiough krowledge tansferprocess vill help individuals to devebp as a team and

learn from each other @nstntly.
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Given the uncetinty and increasing complexity of currentand future narket sStuation,
organizational learning alongsde processes dsedon knowledge shring provides the best
capability for an organization to cope with changeand adapt in correpondencen the ontext

of such an extent tht the performance increasesover time. By @mbining the power of
organizational learning and krowledge shring, organizations an create procedures, cultures
and structures tt allow sanning, ewluating, anticipating and @mncreteaction on unexected
threats or possble opportunities.

This type of new management by sharing increase®fiiectiveness of different actors and
the total stock of knowledge available to the conypaThis new mode of knowledge
management, described in this article, shows howormant it is today to know
simultaneously produce, consume and share knowledldpn organizations for increasing
their effectiveness. In this sharing mechanism, riglationship between the exchange of
explicit and implicit knowledge are crucial. Basmuthe work of Nonaka, these two types of
knowledge are embedded in a dynamic process. Tocegs of sharing knowledge to manage
complex situations in the global economy where egyemust also simultaneousdlgarn and

teach others and must also simultaneousigperate and compete.

4. CONCLUSION

In current eenomy, organizations live togetherand underg a double muation:
everyting is marketed and apitalized, and krowledge and innovation have beome
incraasingly important in the ompetitive world. The min purpose of this reserch, as
menfoned in the frst chapter, is msed on cncepts from knowledge managementand
organizational learning field as dscussedn the lterature, béng treated independently by
someauthors. Suchan approach resultedn increasedambiguity between the taconcepts.
Essenilly, the learning by shring process hs threeadvantages, according to traditional
approaches:

- The learning by shring approach is represented by the dymic metlod estblished
for a long — term ¢ increase theorganizations’ competitiveness.

- The larning by shring — lasedprocessesan be usefuhnd applied without requring
the financial resource.In this repect, enployeesonly need & cooperate and beopen
to suggesbns flom other olleagues.

- Promoting the larning by shring an ensure the cagion of a working enwronment

(avoiding unhir competition).
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Therebre, in addition to contributions b the thery, the resultsf this study ontribute in
practical terms, the refttionships between theattors that influence larning by slring may
providea clueas o how organizations an promote krowledge tansfer — lased culture.

By combining thepower of knowledge tansfer b organizational learning, organizations an
create procedures, culturesnd structures #t allow sanning, ewluating, anticipating and
taking wncrete mesureson unexected threts and opportunities.

The used resech framework dependson the eollective undersinding of the processes
indudng the larning by shring belviors. Therebre, learning by sharingan be used by
organizationsin order b devebp a realistic emironment that can conduct krowledge tansfer.

By increasing the levebf learning and krowledge geneition within an organization,
the synergy between &wledge shring and learning process beemesincresingly clear. In
acceptance of this premise, we an’t say that the two concepts, krowledge shring and
learning process, an be trated searately, but nore than that they an’t function one without
theother. Therefore, we can summarize the followingdfiés of learning by sharing concept:

1. Organizations slould fulfill their role of learning organizations by integmating
knowledge mnagementand organizational learning initiativesand practices wthin funcfions.
By implemening suchpractices, they Wl be capable of acquiring a sustinable emmpetitive
advantage.

2. The successf knowledge mnagementinitiativesand promotion of organizational
learning can only beachievedif the organization is encerned \ith estblishing a clear long —
term stategy. Sucha strategy sluld beimplemented dking into account that knowledge —
based resurces neceasy for the organization to be@me one that learns. Achieving of a
better ommuncation stiategy, crating a coherent ontext for systemsand people within the
organization are me st@s that must be dken. The eistenceof a unified culture en reduce
the @mmunication barriersand lead to a closer ®@operation within theorganization. Thusit
must sbw the exstenceof a framework whose @mponents (wsion, stategy, walues, etc.)
recgnize the benéfs raised fom Sipporting organizational learningand krowledge tansfer.

3. Inorder b achieve the syneiigtic beneits of knowledge tansferand organizational
learning initiatives, organizations slould devebp delibente stateges tht serve ¢ integuate
human resurce management principles. Human resurce mnagement en motivate,
enourage or facilitate krowledge tansfer though policies. Mbreover, organizations shuld
stive b improve enployee retenbn rates, ® that knowledge an be retined within
organizations. It is also requred the undershding that the purchase of computer systemsr

instlling wmputer networks will not ensure the kswledge tansfer promotion. Insted,
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successful laning by shring lays in the availability of qualified shring and krowledge
application shff, so that the technlogical tools have only a facilitating role.

The field of knowledge mnagementand organizational learning is onstntly changing,
eyedally in the current emomic crisis, whenpursung the nost efficient useof resources o
implement new meibds, sandards and working practices.In this wntext, future resech on
knowledge shringis fully justfied,and also required.

Current vews of human resurces mnagementargue that there shuld be a strategc
orientation that would all ow theorganization to build its own unique humn capital neededd
possess sushinable ammpetitive advantage. THs suggests t organizations with different
strateges nost likely will need dfferent typesof human capital in order b achieve success.
However, in the ever cinging mmpetitive envronment tht the organizations are facing
today, some sklls are requred regrdlessof the busness stitegy: theability to continuously
renew kowledge — hsedassets. The huam resurce management shuld therebre dewte
its efforts on understnding the vay in which the kwledge fbw increases tlat would ensure
adaptation to unforeseen empetitive forces. Underanding the dyamics of knowledge
sharing an heb idenify people managementpracticesin organizations.

Moreover, organizations must ot only devebp and exand enployee krowledge, but must
use mechnism and proceduresin order b transform individual knowledge in assets.
Continuous useof knowledge @es rot diminish the wlue, as other inputs. Gnversely, the
more krowledgeis nore widely used, the pre it can be develped gadually, as enployees
gain exeriencein the bumess, yet theyat be bst asily by enployees wio leave the
organizations fersnnel fluctwtion). Therebre it is extremelyimportant for modern
organizations b devebp logical mechanism and metlods for learning by saringn order b
systemtize krowledge and information based assetsand t optimally combine exsting

knowledgein order b entanceorganizational performance.

REFERENCES

Brown, J. S.and Dugud, P. (1991) ‘Organizational Learning and Commurnitiesof-Practice:
Toward a Unifed View of Working, Learning, and Innovation”, Organization Sdence, \bl. 2,
No. 1,pp. 40-57.

Dugud, P., “The Art of Knowing: Scial and Tacit Dimensons of Knowledgeand the Limits
of the Commurity of Practice”. Thelnformation Society (Taylor & FrancisInc.), (2005).

16



Firesbne, J.M. and Mcelby M.W. (2004) Organizational Learning and Knowledge
Management: The Retionshp, The Larning Organisation 11(2): 177-184.

Hansen, M.T., 1999, The seh-transferproblem: the ole of weak tiesin sharing krowledge
acrossorganization subuits, Administrative Séence Quarterly, Vol. 44 No. 1,pp. 82-111.
Hawking, S. (2000). "Gmplexity Digest."

Kim DH (2004) The ihk between individual and organizational learning. In How
Organizations Lern: Managing the Serch for Knowledge. (Sirkey K, Tenpest Sand
Mckinlay A, Eds), 2nd edmp 29-50, Tlomson, London, UK

Kolb, D. (1984). Exeriental learning: Experienceas the surceof learning and devebpment,
Englewod Cliffs, NJ: Prentice-Hall.

Lesser, Eic L., Michel Fontaine, and &son A. Slusher (edors). 2000. Kiowledge and
commurnities, Bston: Butterworth-Heinenann.

Lave, J., & Wenger, E. (1991).it8ated learning: Ledtimate peripheral participation.
Cambridge, UK: Gimbridge Uriversty Press.

March J. G.and Olsen, J.P. (1975). The Unceiinty of the Past: Organizational Learning
UnderAmbiguity. European Journal of Political Resarch, 3, 147-171.

Stacey, R.D. (2003) Learning as an Activity of InterdgpendentPeople, The Larning
Organization 10(6): 325-331.

Spender, J.-C.0Organizational learning and krowledge management: Whencend whither?
Management Larning, wl. 39 ro. 2, (2008).

Spender, J.-C.0Organizational learning and krowledge management: Whencand whither?
Management Larning, wl. 39 ro. 2, (2008).

Tiwana, A., 2000, “The konwledge mnagement dolkit: Practical techriques br building a
knowledge management systenPrentice-Hall, Upper Siddle Rver, New York, USA.

Wiig, K. (1997) Integnting intellectwl capital and krowledge management'. bng Range
Planning, 30(3), 399-405.

Zack, M. (1999) 'Develping a knowledge stategy'. Gilifornia Management Reiew, 41(3),
125-145.

Argote L.,(1999)Organizational Learning. Crating, Retining and Transfering Knowledge,
Kluwer Academc Pub., Boston.

Pohontu, A.,I., Baulant C., Rusu C., (2012), Dewgling a learning framework: the systent
“learning by shring” diamond, "Quality-Accessd Success”, #.13, S5.

Porter, M., E., @mpetitive advantage of Nations, Hirvard Busness Reiew (1990).

Porter, M., E., @mpetitive Advantage: Cratingand Susiining Performances (1985).

17



