Common misconception that most of the top management has
The material starts with highlighting the common misconception that most of the top management has on making theirs a learning organization. They assume that creation and awareness of Mission, vision statement, providing structured pays and annual merits and sending their personnel to training programs will make theirs a learning organization.

With the advancement of technologies, innovations and creativeness in intense competition and customer orientation or awareness of their rights and shift in their preferences, the organization is forced to keep their eyes and ears opened to grab every piece of information and learn to not only survive or sustain in the market but also to improve and increase the profitability.

This brings us to our core objective of the material which is the learning organization. The authors explain that this is not a new phenomena but it has been existence and took shape from the 1990s with theories workshops and websites by Peter M Senge’s publication The fifth discipline. The learnings from the above publication suggests that the organization should have employees who have the skills or train them to have the skills to create, acquire and transfer knowledge which will help the organization.

Learning is a discipline that the top management should set as an example for the people below to follow and the discipline should penetrate to the lower levels so that learning could be both ways down up and up down.

It will be ideal scenario where the employee learns from and outside the organization and organization learns from the employee on a continuous basis to keep the organization ready for any kind of new innovation or unprecedented happening in the market or competition.

There are three factors that generally act as hindrance to learning organization. First, Most of the early suggestions were more theoretical rather than practical. Therefore most of the management theories of learning organizations if not well understood and not properly implemented could lead to disconnect between the levels and could cause communication gaps. Second, most of the organizations create learning or knowledge transfer opportunities for top management and CXO’s. The actual job performers who possesses the knowledge does not get the information and is not able to contribute his expertise to improvise the processes. Third, most of the organizations lack the tools that measure the knowledge requirements and assessment.

The material broadly provides three factors namely,

A supportive learning environment

Concrete learning processes and practices

Leadership behavior that provides reinforcement

Using the further components of each of the above factors one can measure the maturity level of the organization in terms what level they have achieved as a learning organization. These factors and components should be applied across all the units within the organization to measure the strengths and weaknesses of the units to cope us with the needs for the long term learning.

The above three factors are considered as the building blocks based on which a organization can measure and become a learning organization. The factors are explained in detail below and references are made to NBK’s existing practices or required process re-engineering are enumerated along with the detailed explanations.

A supportive learning environment – an environment which encourages the employees/units/organizations to learn constantly and helps smooth knowledge transfer.

Psychological safety – The environment within the organization/unit must be open and transparent so that the employees will not have fear to express his honest opinion or question illogical solutions suggested by superior or be frank in being accountable for any mistake committed by him.

Appreciation of differences – The employees/units should be open to all kind of work related, social and cultural differences which will enable and enhance the learning through opposing ideas.

Openness to new ideas – The employees/units/managers should be open to new ideas. Generally across organizations, employees show aversion to new ideas as it could lead to change and employees feel insecure about changes. Employees should be empowered to take more risk by being open to new ideas.

Time for reflection – The employees should be given sufficient time to review their process and re-engineer the process according to the changing requirements in terms or process, product or services. Quality over quantity should be emphasized so that the employees can be more creative and contribute to the learning objectives of the organization

Concrete learning processes and practices – an organization does not and cannot becomes a learning organization overnight by making sweeping changes to their processes and practices. It’s gradual process whereby processes and practices are tested and implemented to pave way for the organization to become a learning organization.

Experimentation – Experimentation can be closely correlated to openness to new ideas. The employees or the unit should experiment any new ideas, track the experiment results, make changes based on the learning through experimentation, use the experimentation to finalize the optimal process flow.

Information collection – The organization should have well organized, networked and well linked central and unit based repository for information collation so that the stored or gathered data can be utilized for efficient analysis of data which will help the organization to counter competition and to become the most innovative, best in class organization.

Analysis – Experimentation & information collection will be of no use if they are not put into proper use through analysis of the data collated. To be analytical the employee or the manager should possess the qualities of being open to new ideas, accepting differences, and always support their views with logic based on analysis.

Education and training – The organization should encourage education and training and education need not be academic but at the same time academic education helps to judge the individuals grasping and adaptation levels. Trainings need not just pertain to external courses conducted by a experts it can even be self learning by the employees. Constant learning and training helps the employee to remain competent to perform optimally in their respective function.

Information transfer – The organization environment should encourage information transfer across levels or cross functional units so that each employee or unit can mutually benefit from the knowledge transfer. The knowledge transfer can take place through external sources or internal sources. The internal knowledge transfers are based on past experiences, experiments and analysis and the external knowledge transfer takes place through expert training and forums.

Leadership that reinforces learning – As mentioned earlier in this report, the learning habit is something that employees learns or disciplined to learn based on the examples set by the leaders of the organization. When leaders of the organization show enthusiasm to participate in dialogues or entertain healthy debates, or show willingness to learn, the people below tend to get influenced and follow suit effectively.

Leaders as a role model in this factor are expected to be open to new ideas, invite and be receptive to inputs from others, accept their own short comings and show willingness to learn, ask thought provoking questions, be a good listener, appreciate creativity and innovation and allow employees to reflect on their past performances.

To assess whether NBK is a learning organization I am listing below some of the concrete examples to support the question why and why not NBK is a learning organization. Further, I’m utilizing the questionnaire tool prescribed by the Garvin, Edmondson and Gino to assess the maturity level of NBK as a learning organization.

Making the most of the best by James Brian Quinn, Philip Andeson and Sydney Finkelstein

The success of organization is directly linked to the most critical asset of the organization which happens to be the human capital or the intellectual capital of the personnel in the organization. Realizing the importance of intellectual capital, matured and well established organizations have invested heavily in improving professional intellect through effective learning management.

There are four levels of professional intellect, they are:

Cognitive knowledge (or know-what) – This is a knowledge which is acquired by professionals through academics, trainings and certifications and is the basic necessity to fulfill competencies that is required to do the assigned job.

Advanced skills (Know-how) – This is knowledge that helps the professionals to put theory into practice and advanced skill set will help the professional to explore and be creative and become an expert in the job role.

System understanding (know-why) – This knowledge is the enhanced experience based on expertise and experience where professionals understand the process and workflows (basically the how’s’ and why’s) and possess complete end to end cause and effects of processes. This knowledge also assists the professionals in sorting more complex and challenging issues so that quality time can be spent on knowledge enhancement and innovation.

Self motivated creativity (care-why)- in this level the professional puts all the knowledge into test and tries to be creative. The knowledge acts as a motivation for the professionals to explore and be creative and lead to innovation rather than complacency.

How to develop professional intellect?

Recruit the best – Recruiting the best resource is like capital expenditure spending on a system or a technology whereby proper assessment is made to analyze the ROI and profitability, stability, scalability in the short and long run. The best resource the best asset that an organization could have, therefore organizations should have all the possible to screening to filter out the best resource to prevent the disconnect between the skill and the knowledge and the job. The best suited qualification, competencies, experience etc should be well defined for each role so that the right personnel is employed for the right job.

Force intensive early development.
